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ABSTRACT 

A study was conducted which examined the caretr 
planning orcgreniq p^ovid^d ty effploy^rs fcr th^ir ^om^n employf^s and 
by posts^^ ordary education instltations fcr women tfrployass through 
contmuni^y- ba^^d (e^n^.iniiing education) prcgiami or cooperative 
programs betw^^^n educational institutloni and eniployfrs. Data w^r^ 
coll<?ct9d during 1977 from responsf^s to two mail eurvey instruments: 
on^ for employers and one for educaticral institutions* Instrument 
it^ms wtr^ oonstructed after a litftraturt Sfarch and worlc with 
consultants experienced in the areas cf #oflcyee training and career 
development. Items on th^ employer instrument asked employers to 
indicate the- career developoent activities thty offer for women 
employee Sr to assess those activities they provide^ and tc describe 
those they do no^ offer as either "Bight be .eff^cti^e^" "not 
feasible^" or ••not %ff^ctl?e*" In addition^ respondents indicated 
which ad mini strati ye arrangements^ policies, facilities^ and 
organizational patterns listed on the inftrument described their 
implementation of career development activities for women. Although 
the data indicate that a variety of career planning activities are 
provided for emDloyed persons by emplcyers and educational 
institutions responding to the instruments, activities specifically 
designed ^.o resDond to the concerns cf wcrlcing women are not widely 
cffered (Pecommendations for improving career planning programs for 
women are provided in this report.! ) (CT) 
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'riit? Center for Vocatiuna! I^ducation s miHsiuii in to iiicruiiHu 
i\m ability of clivorNu imuncios, iiistitutioiiH, and urpni^atioiiH 
tuHulvu oducational problcnis rulatiiiM to individual earom- 
|)lanning, pruparation, and prcifireBsinn. Tlio Contur rulrillH its 
niissiuii by: 

• ClGnoratin^ knovvlucl^n tlimu^di ruHoarcli 

• DDvolupinu oducationa! programs and products 

• Kvaluating individual program needs and outcumes 

• InHtalling educational pro^a"ams and products 

• Operating information syBtenis and services 

• Conducting leadership development and training programs 
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Summary 



This doounient reports tlio roHiiilH of Iwo niiiil HiuvuyK (loHiRned to study the nnwr plniininK 
prnitrnms nrovidod by eiiiploycTN ((-oinpimios on thf. horfnnr 50() list md ]52 liinliur ediicatioii iii.sti. 
tutions) for their women employeos nnd by poslHucondnry cKlucntinna! iristitutioiiM 1,197 public' 
tiommunity nnd junior coHbr^s) for womun omployccs throuKii communlty-bimotl (i-ontiniiiiiw uduca- 
tion) progrnmR or coopL.rative proBraniH betwoon oduuiitionnl institutions and omplovrs. Diitn woro 
collected during 1977 tram responsos to two mnil survey Instrunicnts; ono for ompiovers and ono 
tor educational institutions. Instrument items were (;onstructed after a litorature search and work 
with consultants experienced in the areas of employee training and career development. 

Itoms on the eniployev instrument asked omployers to indicate the career development activities 
they offer for women employees, to iis-sess those nctivities they provide, and to describe those thev 
do not offer as either "Might Be Effective," "Not Feasible," or "Not Effective." (Activities had only 
be made available to female employees, not necessarily limited to female participation.) In addition" 
respondents indicated which administrative arrangements, policies, facilities, and organisational pat-' 
terns listed on the instrument described their implementation of career development activities for 
women, Highlights of the responses from 164 employers included: 

• At least 70 percent of the employer respondents indicated that they provided written 
position descriptions, counseling for personal problems, fee reimbursement for continuing 
education, explanations for failure to win promotions or job changes, individual career 
counseling, and counseling with respect to occupational alternatives associated with levels 
of advancement in a field. 

• In regard to administrative arrangements, policies, facilities, and organizational patterns, 
50 percent or more of the employer respondents stated that supervisory encouragement 
was given to employees to participate in career planning activities and that they used 
publicity to inform employees of those activities. 

Items on the educational institution instrument asked respondents to identify the career devel- 
opment activities for employed women that they did not offer, offered in community-based (contin- 
uing education) arrangements, offered ns cooperative efforts with business/industry, or offered in 
both arrangements. (Activities had only to be made available to female employees, not necessarily 
lirnited to female participation.) Respondents also indicated which administrative arrangements 
policies, facilities, and organizational patterns describe the implementation of activities at their instl- 
tutions. In addition, they stated whether those arr&ngements, policies, facilities, and organizations 
applied to their activities offered on a community-based or cooperative basis. Highlights of the re- 
sponses from 367 educational Institutions included; 

• Eighty percent or more of the respondents offered individual counseling relating to career 
planning, provided information about various sources to utilize in seeking career develop, 
ment information, and provided information with respect to projected future employment 



V 

G 



ERIC 



ntiuds ill tlio job niarkut. Tliuso autivitiuH wero of forcfd cntlior an cunimunity^baHud or (Mjopur^ 
alive tifrorls or as both kinclB of offortH. 



• Hevonty percLMit or inoru o( thu rospondunts roportud tlint tliuy offerc»d the fono\vlh|{ activitios 
unly m communlty^jaHud ofrurts: providuiti individual counsoHnK mlalcd to caruor planiiinK, 
providing cuunHolitiii witb ruHpocI to |)DrB()nal problemBi and nff«riiig information about vari* 
f)UHRourci?H to utili^o in HOokitm caru«f duvuU)pinunt information. 

• LoHH than 50 porc'ent of tlio ruHponclontH nfforod my nf thi* (Miroor flovulopmant aetivitios as 
part of a cooporativo offort with buiiiuusfi/induKtry. TIioho activilios most often offered in a 
roopcrativo proj^am with an umployor included providinfi omploycos witli somo form of con- 
tact with people omployed In various occupations of interest and providiny inforinntion with 
respect to projected future cniployment nunds in tlio job niarket, 

Although tlio data Indicate that a varioty of career planning activities arc provided for eniployed 
persons by employers and educational institutions responding to the Instruments, activities Hpccif- 
ically desi^mod to respond to the concerns of working women are not widely offered. Reconimenda- 
tions for improving career planning programs for wonion are provided in this report. 
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CAHRER PLANNING PHOOn AMS 
FOR WOMEN EMPLOYEES: 
A National Survey 



1. 



Introduction 



Ihi^ rr|.nrf u;H pn'piirfMi M^iiart of fhr inojrrt cnlifird ('iwvvr llatiiiini: Prtinranih lur Uninon 
lMnp!fi\rr<^roi\thM tnf hs rhr( rntrr fur \^n'rUinnal KHnrntitui m\\ sinnmnv^l by \\\v Murenu 

planning pnnir.ims \hM i urrrnilv onm for iMnphncMl ucutK^n in Inisinoss, incliisiry, hiu! ronnniinity 
.ind juinf^r i o!tf^|iPH \ snp^r^Mr siivvm instnnnriilH wvxv mvi] U^ ohtniii llic^ dnfa ror this nalinnni 
«tii(h I hi^ inlnrniahMn pN^^ontrd in this rvynnl is thr wmU n\ m nnnlysis of t\\v rrspuiisi's to \hv 



! r*«lif i(H!ally, wiMiinn havo hwu viinvml ttMUporarv wnrkcrH rnlhor than sr:*rioiis wam» (NirniTs. 
Hn\\4^vor, MatiNtirs intliralr that woinuii workor^ sorvo a vital rrilr in Ihu ut iiiioniir stahility of a 
lafgr Dtirnbor of Anirriran fartnlirs. 

Arc (inline io fiiiuroH from t\w U.K. Dt^partmtMil o( I^ahor, ninu m\{ of It^n wunu^fi work at somu 
timfwhinnf: thrir livr^,' and morr than thirty-wven inillitin wuniun nri? now in tho svork forco.^ 
Oftn *Mit of ssonum Wi^tkvrs was hoaH of a family in 1974. ^ 

llowrvrr* wmirn tend to Dcfiipy jobs that offer low pay and hniltud oppurtunity for advanco^ 
niont, Thi* avc^raiio working vvoman ran uxpuct to uarn approKiniatdy thr(M^riflhH thu Halary of hur 
nialu i oiuucrpart. Apprnximatoly 23,000 different uc TUpatiuns in the United Sintes iire clasHified 
in tht* l)trtinnnrv nf ()retifmtinnal Tiflc^^ however, nif>re than half of all wdmen workers are c?m^ 
ployeci in the rli?fiual or mviru (urupalional cateKories. ■ Wonien represent 77 percent uf all cleri- 
nd workerH but onlv 10 perrent of all professional nntl terhniral workers, and merely 5 percent of 
all rraft workers/ 



' 118. Departmimt of Uhnr, Women s Bureau, "Twenty KactH on Wcnncn Workers'* (Washings 
tiHh DXl: U.S. (»overnment Printing Office, 1974), p. 1. 

•Corinne If. Rieder, Women, Wnrk, and Vocatinnal Education, Occasional Paper No, 26 
(roliimbuM, Ohin; The Center for VocHtional liducation, the Ohio State University, 1977), p. L 

'U,S, Departnieni of I.ahc)r, Women's Bureau, 197h Ilandhook on VJomen Worken (Wash- 
ington. iXCj U.S. Governniynl Printing Office, 1975), p. 3. 

^ Ibid, p. 85, 

' U.S. Department of Ubor, Women s Bureau, **Twenty Facts on Women Workers" (Washings 
ton, D.C: U.S, Governtnent Printing Office, 1974), p. 1. 
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A large number of women will remain underemployed or unemployed because they h^e not 
obtained the knowledge, attitudes, and skills necessary to plan their occupational futures^ Socializa- 
tion has taught many women to believe that they will one day marry, have children, and be cared 
for The role of wife and mother has been over-emphasized for women to the point where realistic 
preparation for work outside of the home has been ignored. In reality, many women will be their 
own sole source of support; others will support or help support themselves and their families-even 
if their husbands are present and working. It would be realistic for more women to prepare for this 
ever^increasing probability by planning careere that take full advantage of their capabilities. Educa- 
tors and personnel directors can help by offering career planning courses, activities, and programs to 
assist working women in improving their occupational status. 

OBJECTIVE 

The major objective of this study was to provide information on the current status of activities 
and programs that assist employed women in their career planning. This report presents the resiilts 
of a national survey of existing career planning programs for women employees. Two other publica- 
tions of this project provide background information on the career development of women, docu- 
ment the need for career planning programs, and list current programs. They are: Career Plmmng 
Programs for Women Employees: A Review of the Literature and Career Planning Programs for 
Women Emptoyees: Annotated Bibliography. A third product, Career Planning Programs for 
Women Employees: Prototype Program, provides program models. 



Methodology 



The data for this study were obtainid from responses to two survey instruments used to mt- 
vey employers and educational institutio is. The instruments and the manner in which the instru» 
ments were developed is dascribed below. 

INSTRUMENTATION 

Descriptions of Survey Instruments 

Each of the survey instruments consisted of three sections as described below. 

Employer InstrumenL Section I of the employer instrument consisted of thirty-four career 
development activity items grouped into four categories: Information (eleven items); Training and 
Workshops (nine items); Counseling (four items); and Policies and Procedures (ten items). Re- 
sponse possibirities provided included **Offired" and "Not Offered." If the employer offered the 
activity, the respondent was asked to mark whether the activity was recommended, was somewhat 
effective, or was not very effective. If the employer did not offer the activity, the respondent was 
asked to mark whether the activity might be effective, was not feasible, or was not effective. Space 
was provided to write in other activities that had been considered or tried. 

Section II of the employer instrument consisted of twenty-three items related to possible ad- 
ministrative arrangements, policies, facilities, and organisational patterns, to be completed only by 
organizations that had had some experience with career development activities for women employ- 
ees. Twenty-two of the items requirtd '*yes-no" responses, another item, on scheduling, provided 
five alternatives with space to specify '*other'* alternatives. 

Section III of the employer instrument provided space to include information about the re» 
spondent's career planning programs for women employees for the annotated bibliography. 
Respondents were reminded that the survey instrument was anonymous and that materials could be 
sent separately. (See Appendix A for a copy of the instrument.) 

Educational Institution Instrurnent, Section I of the educational institution instrument con» 
aisted of twenty-sbc career development activity items gn uped into four categories: Information 
(eight items); Training and Workshops (nine Itemi); Counseling (four items); and Policies and Pro- 
cedures (five items). The four response possibilities were: not offered; community-based (continu- 
ing education) effort; cooperative (with business/industry) effort; both community-based and co- 
operative effort. Space was provided to write in **other activities offered" and "other activities 
considered and rejected." 

Section 11 of the educational institution instrument consisted of nineteen items related to pos^^ 
sible administrative arrangements, policies, facilities, and organiiatlonal patterns, to be completed 
only by those whose institutions had had eKperience with career development activities for women. 
Eighteen of the items required "yes-no- * responses, and the other item (on scheduling) provided five 
alternatives with space to specify "other" alternatives. 
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Section III of the educational institution instrument provided space to includi information 
about the respondent's career planning progranns for womtn employees for the annotated bibli- 
ography. Respondents were reminded that the survey instrument was anonymous and that mate- 
rials could be sent separately, (See Appendix B for a copy of the instrument.) 

Development of Survey Instruments 

A computerized literature search was conducted to identify sources of information on such 
topics as working women, adult education, vocational development, vocational change, and retrain^ 
ing. Information gained from these materials was used by the project staff to draft a list of possible 
activities to be included in career planning programs for employed women. Three consultants, ex- 
perienced in the areas of employee training and career development, agisted the staff in identifying 
additional activities and areas of concern. AH of this information provided a basis for constructing 
the items for the survey instruments. 

The Evaluation Division at The Center for Vocational Education conducted an internal and ex- 
ternal review and pilot test of the survey instruments. Those who reviewed and pilot tested the in- 
struments were professionals in the areas of continuing education, employee training, and personnel 
services. Reviewers* comments were used to revise the instruments before mailing. The survey 
instruments were also reviewed and approved by the Ohio State University Review Committee for 
Research Involving Human Subjects, 

SAMPLES 

Populations 

The educational institution population consisted of public institutions that were current mem- 
bers of the American Association of Community and Junior Colleges (AACJC). The employer pop^ 
ulation consisted of companies included on the Fortune 500 list published in 1976 and of higher 
education institutions with student populations exceeding 15^000 as identified in the Blue Book of 
Colteges and Universities. 

Samples 

All 1,197 public institution members of the AACJC were part of the group surveyed. Four 
hundred and fifty of the BOO companies on the Fortune 500 list were surveyed. Addresses were not 
available for the remaining fifty employers, as instruments were returned with no forwarding ad- 
dresses. One hundred and fifty-two higher education institutions with a student population of more 
than 15,000 received the employer instrument. 

DATA COLLECTION 

This section of the survey report outlines the procedure for collection of data. 

Schedule 

The survey instruments were mailed to the employers and educational institutions identified 
for the study In March of 1977* A follow-up mailing to employers was completed in April 1977, 
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due to a low initial response rate. A large majority of the instruments were returned during late 
May and June. A total of 164 employers and 367 educational institutions returned survey instru^ 
ments with usable responses, for a return rate of 27 percent and 31 percent, respectively. 

Mailing Procedure 

Personnel directors of the employers surveyed were asked to respond to the instruinent. The 
educational institutions surveyed were requested to have their directors of continuing education 
complete the survey instruhient, 

DATA ANALYSIS 

Responses on the survey instruments were keypunched onto computer cards. The resulting 
data were analyzed and presented in tables as frequencies and percentages. The tables are included 
in the following sections of this report. 
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Results and Discussion: 
Employer Instrument 



SECTION I 

Items in Section I of the employer instrument consisted of activities that could constitute a 
career development prograni for women employees. The employers were asked to indicate which 
career activities they had made available to their women employees and to mark their own assess^ 
ment of those activities. (See the employer's instrument in Appendix A.) Table C-1 in Appendix 
C and Tables 1 and 2 here show the results of Items 1-34 of Section I. 

Most Often Offered Activities 

The most often offered activities, as indicated by employer respondents, follow. Those activi 
ties concerned providing: written position descriptions (Activity 28, 78.1%), counseling for per- 
^^'"'''^ 22, 76.8%), fee reimbuKement for continuing education (Activity 34 
(b.d/o), explanations for failure to win promotions or job changes (Activity 30, 74 4%) individual 
career counseling (Activity 23, 71.3%), and counseling with respect to occupational alternatives 
associated with levels of advancement in a field (Activity 21, 69.5%). Three of the six activities 
most often offered by respondents pertained to counseling. (There were only four counseling ac- 
tivities in Section I of the instrument.) The other three most often offered activities were policy 
and procedure items. None of the activities labeled ''information" or "training and workshops" 
were offered by 70 percent or more of the respondents. 

The assessment of the most often offered activities made by those respondents who offered 
Inn™ , J n '° °" instrument. The employers could rate them either 

Would Recommend " (WR), "Somewhat Effective" (SB), or "Not Very Effective" (NVE) The 
respondents who offered the six most often offered activities rated those activities as follows- 



ACl 


ivity 


WR 


11 


NVE 


28 


(Written position descriptions) 


78.9% 


14.1% 


7.0% 


22 


(Counseling for personal problems) 


53.9 


40.5 


5.6 


34 


(Fee reimbureement for continuing education) 


73.6 


21.6 


4.8 


30 


(Explanation of failure to win promotion) 


56.6 


33.6 


9.8 


23 


(Individual career counseling) 


69.2 


26.5 


4.3 


21 


(Occupational alternatives counseling) 


61.4 


31.6 


7.0 
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Table 1. RESPONSES OF EMPLOYERS WHO OFFER EACH ACTrVITY 
ON EMPLOYER INSTRUMENT, SECTION I, ITEMS 1-34 







WOULD 
RECOMMEND 


SOMEWHAT 
EFFECTIVE 


no; 

EFE 




N 


Number 


Percent 


Number 


Percent 


Numbei 


SJFORMATION 

enonal conlaot with people employed in vaHoui occupations of 
iterest to employees. 


99 


63 


53,5 


42 


42,4 


4 


1 formation with respect to projected future employment needs 
f the organization available to employees. 


67 


34 


50.7 


28 


41.8 


5 


ifortnation with respect to financial meani to accomplish long^ 
mge career goals available to employeea. 


87 


57 


'65.5 


27 


31,0 


3 


iformatlon about the exiitence of Job progreision plans and 
riteria for advancement avaiiable to employees. 


95 


55 


57.9 


31 


32.6 


9 


osition descriptions made available to employees for planning 
urpoies. 


95 


60 


63.2 


30 


31.6 


5 


□sition openings, including job requiraments and qualifications, 
Dsted for employee Information. 


102 


84 


82.4 


17 


16.7 


1 


rinted or audioviiual materials that deal with the concerns of 
orking women avaiiable to employees. 


51 


18 


35.3 


26 


50,9 


7 


iformation about varioui lources to utiljie in seeking career 
^velopment Information, 


94 


47 


50.0 


35 


37,2 


12 


areer games u^d for increasing ocoupational awareness. 


24 


8 


33.3 


11 


45.8 


5 


ontact with women^ employed in traditionally male occupations, 
ho could serve as **role rnoaels" for employees. 


78 


45 


57.7 


23 


29.5 


10 


rinted or audiovisual occupational exploration materials available 
) employeei. 


49 


21 


42.9 


22 


44.9 


6 


RAINING AND WORKSHOPS 
sminan on career planning. 


68 


45 


66.2 


19 


27.9 


4 


orkshops or materials concerning suggested methods employees 
)Uld use when interacting with indlvicTualj not sensitive to 
omen's needs. 


64 


31 


48.4 


27 


42.2 


6 


*lf-assertiveneis training. 


64 


39 


60,9 


20 


31.3 


5 


ctivitles for management and other employees that would 
nsitize them to the needs and concerns of working women. 


68 


29 


42,6 


34 


50.0 


5 


ctivities relating to the various rolc^ that erriployed women 
sume (worker, student, spouse, parent). 


30 


17 


56.7 


10 


33,3 


3 
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WOULD 
RECOMMEND 


SOMEWHAT 
EFFECTIVE 


NOT^ 
EFFE 




N 


Number 


Percent 


Number 


Percent 


Number 


jvitles relating to tlrna nianagement» setting prioritiea^ and planning 
§n assuiiiing various ruies. 


72 


46 


63,9 


24 


33.3 


2 


rkihops on resurne writing. 


35 


21 


60,0 


12 


34.3 


2 


e-playing of job interview sesiions. 


53 


35 


66.0 


16 


30.2 


2 


lagernent training activitiei in preparation for additional 
}Oniibiilties and concerns particular to female employees 
tnaging male employeesj female employees, additional 
ies and obligations). 


67 


47 


70,1 


18 


26.9 


0 


LJNSEUNG 

inseling with respect to occupational alternatives associated 
1 various levels of advancement in a field. 


114 


70 


61,4 


36 


31,6 


8 


inselirig with respect to personal problems or concerns. 


126 


68 


53=9 


51 


40.5 


7 


[Vidual counseling related to career planning and /or career 
^lopment. 


117 


81 


69.2 


31 


26.5 


5 


up counseUng related to career planning and/or career 
ilopment. 


50 


28 


56.0 


15 


30.0 


7 


JCIES AND PROCEDURES 

it planning between enipioyees and supervisors for 

er development. 


86 


48 


55.8 


24 


27.9 


14 


)Tmal procedure for applying for position changes or promotions. 


109 


81 


74.3 


25 


22J 


3 


ined paths or networks of job progression from entry-level 
iloyment to positions of more reiponsibility and higher salary. 


73 


49 


67.1 


20 


27,4 


4 


ten position descriptioni for each job title in the organization, In- 
ing experience, competencies, and skills required for the poiition. 


128 


101 


78.9 


18 


14,1 


9 


1 experiences in new areas to improve expertise and develop 
reness of other position requiremenLS, 


33 


17 


51.5 


13 


39.4 


3 


lanations available to employees for their failure to obtain 
notions or job changes so that employees can take steps to 
ify for future opportunities. 


122 


69 


56,6 


41 


33.6 


12 
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WOULD 
RECOMMEND 


SOMEWHAT 
EFFECTIVE 


NOT VERY 
EFFECTIVE 


ITEM 


N 


Number 


Percent 


Number 


Percent 


Number 


Percent 


31* Recurring Massmenfc of employee needs, interests, ind abilities. 


62 


44 


70.9 


16 


25.8 


2 


3.2 


32. "Mentors" or facilitators" asiigned to employees to provide 
aasistance with aareer davelopmant. 


35 


21 


60.0 


10 


28,6 


4 


11.4 


33. Periodic review of amployeei* career development. 


85 


51 


60.0 


27 


31.8 


7 


8,2 


34. Fee reinibufseinent for eourses/ workshops related to working 
women-i concerns taken at educational institutioni. 


126 


92 


73.8 


27 


21.6 


6 


4,8 
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ON EMPLOYEE INSTRUMENT, SECTION I, ITEMS 1-34 









MIGHT BE 
EFFECTIVE 


NOT 
FEASIBLE 


NOT 
EFFECTIVE 


rriM 




N 


Number 


Percent 


Num ber 


Perce nt 


Number 


jr ercen t 




INPOEMATION 


















Pefsonal contact with people employed in vafious occupations 
of interest to employees. 


61 


5U 


O 1 ,3 


1 n 
I U 




I 


1 A 


2. 


Information with respect to pfojected future ernployment 
needs of the organization available to employeei. 


94 


7 1 










1 1 
i , 1 


3, 


Information with respect to financial means to accomplish 
long-range career goali availabie to employees. 


72 


52 


72,2 


19 


26.4 


1 


1.4 


4. 


Information about the existence of Job progression plans 
and criteria for advancement available to employees. 


66 


58 


87J 


8 


12,1 


0 


0 


5. 


Position descriptions made available to employees for 
planning purposes. 


66 


47 


71,2 


15 


22,7 


4 


6,1 


6. 


Position openings, including job requirements and qualifications, 
posted for employee information. 


61 






1 




3 


4 9 


7. 


Printed or audiovisual materials that deal with the concerns of 
working women available to employeei. 


108 


SO 




1 ^ 


ion 


g 


5.6 


8. 


Information about various sources to utilise in seeking career 
development information. 


62. 


58 


93.5 


3 


4,8 


1 


1,6 


9. 


Career games used for increasing occupational awareness. 


133 


83 


62,4 


34 


25.6 


16 


12.0 




Contact with women, employed in traditionariy male occupationSj 
who could serve as '*role models^' for employees. 


81 


67 


82.7 


8 


9,9 


6 


7.4 


- 4i 


^(•Itnfsfl np 9iiHif^viciis1 rinf^i 1 fist irtn 9 1 PYfilfirntinn FTiHtpriHls 

available to employees. 
TRAINING AND WORKSHOPS 


109 


97 


88,9 


8 


7,3 


4 


3,7 




Seminars on career planning. 


93 


84 


90.3 


4 


4,3 


5 


5.4 


3. 


Workshops or materials concerning suggested methods employees could 
use when interacting with individuals not sensitive to women*! needs. 


99 


87 


87J 


7 


7,1 


5 


5,1 


.4, 


Self-aBaertiveness training. 


95 


79 


83.2 


9 


9,5 


7 


7,4 


.5. 


Activities for management and other employees, that would sensitize 
them to the needs and concerns of working women. 


93 


81 


87.1 


4 


4.3 


8 


8.6 




Activities relating to the various roles that employed women assume 
(worker, student, spouse, parent). 


127 


90 


70,9 


19 


14.9 


18 


14,2 
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MIGHT BE 
EFFECTIVE 


NOT 

FEASIBLE 


NOT 
EFFECTIVE 


ITEM 




N 


Number 


Percint 


Number 


Percent 


Number 


Percent 


17. 


ActivUles relating to time management, setting priorities, and 


87 


73 


83,9 


11 


12,6 


3 


3.4 


18, 


Workshops on resuma writing. 


124 


72 


58,1 


30 


24,2 


22 


17,7 




Rolg'playing of job Interview sessions. 


105 


7 7 








1 0 




20, 


Majiagement tfaining activities in preparation for additional 
responsibilities and concerns particular to feniHle employees 
(managing male employees^ female employeeSi additronal 

UULl€a ailQ O OligaLiOns^, 


93 


SQ 




i 


/ .0 


a 
O 




21. 


Counseling with respect to occupationai alternatives associated 
With Various levels of advancement in a field. 


47 


42 


89,4 


4 


8.5 


1 


2.1 


22. 


Counseling with respect to personal problems or concerns. 


35 


27 


77.1 


4 


11,4 


4 


11.4 


23. 


Individual counseling related to career planning and/or 
career development. 


43 


39 


90,7 


3 


6.9 


1 


2,3 


24. 


Group counseling related to career planning and/or career devilopment. 
POLICIES AND PROCEDURES 


108 








111 


7 




25 


Joint planning between employees and supervisors for career 

flpvelnfirTien t 


75 


66 


88,0 


7 


9,3 


2 


2.7 


26, 


A formal procedure for applying for position changes or promotions. 


52 


42 


80.8 


7 


13.5 


3 


5 8 


27. 


Defined paths or networks of job progression from entry-level employ- 
ment to positions of more responsibility and higher salary- 


88 


63 


71,6 


20 


22,7 


5 


5.7 


28. 


Written position descriptions for each job title in the organization, include 
ing experience^ competencieSs and skills required for the position. 


34 


24 


70,6 


8 


23,5 


2 


5.9 


29. 


Trial experiences in new areas to improve expertise and develop aware- 
ness of other position requirements. 


127 


81 


63,8 


41 


32.3 


5 


3J 


30. 


Explanations available to employees for their failure to obtain 
promotions or job changes so that employees can take steps to 
qualify for future opportunities. 


36 


36 


100,0 


0 


0 


0 


0 


31. 


Recurring assessment of employee needs, interests, and abilities. 


59 


50 


84.7 


8 


13.6 


1 


1.7 


32. 


*'B4entors*' or ** facilitators" assigned to employees to provide 
assistance with career development. 


127 


90 


70.9 


29 


22.8 


8 


6.3 


33. 


Periodic review of employees* career development. 


78 


65 


83.3 


11 


14,1 


2 


2,6 


34, 


Fee reimbursement for courses/workshops related to 
working women's concerns taken at educational institutions. 


34 


22 


64.7 


9 


26,5 


3 


8,8 
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As can be seen, all of the activities most often offered by the reipondents were also racom- 
mended by at least 50 percent of them. Activity 28 was not only the most often offered activity 
but also the most often recornmended of the six most often offered activities. Of all the activities 
on the instrument, only Activity 6 (posting position openings) wm recommended by more of the 
respondents who offered it than those who offered Activity 28, although Activity 6 (unlike Activity 
28) was not among the six activities offered by 70 percent or more of the respondents. From those 
who offered the six most often offered activities, Activity 22 (counseling for personal problems) re- 
ceivid the lowest percentage (53.9%) of **Would Recommend" ratings of the six. Activity 22 
(counseling for pe^onal problems) also received the highest percentage of "Somev^hat Effective-' 
ratings (40.5%), and Activity 28 (written position descriptions) received the lowsst (141%), 
Among the six most often offered activities, Activity 30 (explanations of failure to win promotions 
or job changes) was found to be not very effective by more of the employers who offered It, receiv- 
ing a ''Not Very Effective" rating from 9.8 percent of them. While Activity 28 (written position 
descriptions) was the most often offered activity of all and received more recommendations than 
the other five most often offered activities, 7 percent of the respondents v^ho offered it found it to 
be not very effective. 

The employers were also asked to rate the activities they had not offemd as either "Might be 
Effective" (MBE), *mt Feasible" (NF), or "Not Effective'' (NE). The assessments of the six most 
often offered activities by those who did not offer them are as follows: 



Activity 


MBE 


NF 


NE 


28 (Written position descriptions) 


70.6% 


23.5% 


5.9% 


22 (Counseling for personal problems) 


77.1 


11.4 


11.4 


34 (Fee reimbursement for continuing education) 


64.7 


26.6 


8.8 


30 (Explanation of failure to win promotion) 


100 


0 


0 


23 (Individual career counseling) 


90.7 


6.9 


2.3 


21 (Occupational alternatives counseling) 


89.4 


8.5 


2.1 



All of those who did not provide explanations of their employees' failure to win promotions 
believed that that activity might be effective. The other five most often offered activities also re- 
ceived high percentages of "May Be Effective" ratings from those respondents who did not offer 
them. ''Not Feasible" ratings were not particularly high, although almost one^uarter of the re- 
spondents who did not offer the activities believed Activity 28 (written position descriptions) and 
Activity 34 (fee reimbursement for continuing education) to be not feasible. Counseling for per= 
sonal problems (Activity 22) received the highest percentage of "Not Effective" ratings from those 
respondents who did not offer it. 
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Least Often Offered Activities 



The activities offered by the fewest respondents^30 percent or fewer -wert Activities 11 
(29.89%), 18 (21.35%), 32 (2L85%), 29 (20/l3%), 16 (18.30%), and 9 (14.64%), Those activities 
concern providing: printed or audiovisual occupational exploration materials (Activity 11^ 29,89%); 
workshops on resume writing (Activity 18, 21,35%); "mentors'* for employees (Activity 32, 21,35%); 
trial experiences in new occupational areas (Activity 29, 20.13%); activities relating to the various 
roles that employed women assume (Activity 16, 18,30%); and career games (Activity 9, 14,64%). 
Of these activities least often offered, two were labeled information activities on the instrument, 
two were labeled training and workshops, and two were policy and procedure activities. 



The respondents who offered these least often offered activities rated them as follows (either 
*Would Recommend'' (WR), *^Somewhat Effective" (SE), or ''Not Very Effective" (NVE): 



Activity 



WR 



SE 



NVE 



11 (Printed or A/V occupational 
exploration materials) 



42.9% 44.9% 12.2% 



18 (Workshops on resume 
writing) 



60.0 



34,3 



5.7 



32 (*^Mentors" for 
employees) 



60.0 



28,6 



11,4 



29 (Trial experiences) 

16 (Activities relating to 
employed women's roles) 



51,5 
56.7 



39.4 
33.3 



9.1 
10.0 



9 (Career games) 



33.3 



45.8 



20.8 



Among these least often offered activities, Activities 18 (workshops on resume writing) and 
11 (printed or A/V occupational exploration materials) received the most "Would Recommend" 
ratinp from respondents who offered the activities. Activity 9 (career games) received the highest 
ratings for "Somiwhat Effective" and Activity 32 ("mentor" for employee) received the fewest 
from the reipondents who offered these six least often offered activities. Activity 9 (career games) 
also was the most often rated **Not Very Effective," Activity 18 (workshops on resume writing) 
received the fewest **Not Very Effective" ratlngi from these respondents. 

The asse^ment of the six least often offered activities made by the respondents who did not 
offer them was limited to three optloni. The respondents could indicate that each activity "Might 
Be Effective," was '*Not Feasible," or was thought to be "Not Effective." The results of these em- 
ployers' asseisment of the six least often offered activities are m follows: 
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Activity MBK SV NE 

1 1 fPrinted or A V uccupational 88.9"; 7.3^; 3 n 

exploration materials) 

18 {Workshops on resume writing) 58.1 24.2 17.7 

32 ("Mentors" for employees) 70 J 22.8 6 3 

29 (Trial experiences) 63.8 32.3 3.9 

16 (Activities relating to 70J 14.9 14,2 
employed woinen s roles) 

9 (Career games) 62.4 25.6 1 2.0 



All of the six least often offered activities were thought to be potentially effective by more 
than 50 percent of the respondents who did not offer them. Activity 11 (printed or AA^ occupa- 
tional exploration materials) was rated ''Might Be Effective" by more of the employers (88,9%) 
than was any other least often offered activity. Of the six activities, Activity 18 (workshops on 
resume writing) received the lowest percentage (58.1%) of **Might Be Effective" ratings. 

None of the six least often offered activities was considered not feasible by a third of the re- 
spondents who did not offer them, although Activity 18 (workshops on resume writing) approached 
that with a **Not Feasible" rating from 32.3 percent of the respondents. Of the six least often of- 
fered activities, Activity 11 received the lowest '*Not Feasible'- Rating (7.3%) from the respondents 
who did not offer it. 

Activity 18 (workshops on resume writing) had not only the lowest **Might Be Effective" rating 
among the six least offered activities but also the highest ''Not Effective" rating (17.7%). In the same 
fashion, the activity most often perceived to be potentially effective by the respondents who did not 
offer it also received the lowest "Not Effective" rating (3.7%). That was Activity 11 (printed of audio= 
visual occupational exploration materials). None of the six least often offered activities was rated 
"Not Effective" by more than 20 percent of the employers who did not offer it. 



A^essment of All Activities by Offerers 

Consideration of all the activities on the instrument (not Just those most and least often 
offered) reveals that the activities most often offered were not always the ones most recommended 
by the respondents who offered them, The activities recommended by at least 70 percent of the 
respondenU who offered them werei posted position openings (Activity 6, 82.4%); written posi- 
tion descriptions (Activity 28, 78.9%); formal procedures for appiylng for promotions or position 
changes (Activity 26, 74.3%); fee rgimbursement for continuing education (Activity 34, 73 J%); 
and recurring assessment of employee needs, interests, and abilities (Activity 31, 70,9%), Only two 
of these most often recommended activities were among the six activities previously discu^ed as 
m^t often offered activities: Activities 28 (written position descriptions) and 34 (fee felmburse^ 
ment for continuing education). Although they were not among the most often offered activities, 
two of the other most often recommended activities, Activities 6 (posted position openings) and 26 
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fnterest) were coniidered to be somtwhat effective by the greatest percentages of respondents. The 
^rctntage of respondents who offered each of those activities and considered it to be somewhat ef- 
fective were: Activity 7 (50,9%), Activity 15 (50%), Activity 9 (45.8%), Activity 11 (44J%), and 
Activity 1 (4M%), 

The activities found to be not very effective by the most respondents who offered them were 
Activities 9 (career games). 25 (Joint career development planning between employers and employ- 
ees), 24 (group counseling for career development), 7 (printed or audiovisual materials about the 
needs of working women)* 8 (infownation about sources of career development information), and 
10 (contact with women in traditionally rnale jobs). The percentage of respondents who offered 
one or more of these activities but found them to be not very effective were: Activity 9, 20 J per* 
cent; Activity 25, 16.3 percent; Activity 24, 14 percent; Activity 7, 13.7 percent; Activity 8, 12.8 
percent; and Activity 10, 12.8 percent. None of these activities was miong those most often 
offered,' but Activity 9 (career games) was among the six least often offered as well as being the ac- 
tivity rated '-Not Very Effective" by the largest number of respondents who offered it. 



Assessment of All Activities by Nonofferei^ 

Employee were asked to indicate their opinions of the activities they did not offer by rating 
each of them *'May Be Effective,'' *'Not Feasible/' or **Not Effective," Among the respondents 
who did not offer them, the following activities had the highest ratings for *'May Be Effective.'' 



Activity 



30 (Explanations for failure to win 
promotions or job changes) 

8 (Information on career development 
information) 

23 (Individual career counseling) 

12 (Seminars on career planning) 

21 (Counseling about occupational 
alternatives) 
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May Be Effective 

100% 

93.5 

90.7 
90.3 
89.4 



It inioroHtinii to iiote that whilo all of thu rcH|n)fulorilH who did niit offur umpbyces ukplatub 
ikm for tht*lr fiiiluro tc) win prninutinns oi j«b riuiiu;(»?5( Atiivif y ,10) holiuvcd (hat activity iiii«lit bu 
uffuetivo* urily 50.G porccint of tho rospondoritH who netiuilly offorad the} m'tlvity roccimmoncbd it. 
Anolhm BJiG porcunt of thai ijruup Jiowuvar, nitiMl it *'Suninwhal Kffuct lvcv'' niul only ahnut in 
purcunt said that it was iiut very ofrectivu. 

Simihirly, all of thu othuructiviiioH with tlu? liifdioHl ''Mi^ht Hu l^ifroclivo'* ratinHH I'ront respoii- 
dentH wilt) doirt ufl'ur them wore rucnnuntjnclud by a lowor porcontayc? of ruHpondonts who olTc^ral 
tliunh Tlio compariHuiiH appuar buluw, 



Activity 

30 (PixplanationR for 
failLiro to win prnniotioiiH 
or job changeH) 

8 (Iriformntion on sources 
to utilize for career dovolop- 
ment inforniation) 



Mifiht BcKffoctivi? 
(Hated by thtmu \viit) 
did nut ottm it) 

1 00'^: 



93.5 



Woujd R PC uni \\\ cji cl 
(Rated by those' who 
nrfurod it) 

mm 



50.0 



23 (Individual career 
counseling) 

12 (Seminars on career 
plnnnini^) 



90.7 



90.3 



69,2 



66.2 



21 (Counseling about 
occupational alternatives) 



89. 



6L4 



Activities 30 (eKplanations for failure to win promotions or job changDs), 23 (individual career 
counseling), and 21 (counseling about occupational alternatives) were not ainong those rated 
**Might Be Effective'' by the highest percent of respondents but also were among the six most 
offered activities on the instrument. None of these activities with the highest *-Might Be Effective" 
ratings from respondents who did not offer them was amDng the six least offered activities. 

The activities predicted to be not feasible by the largest percentage of employers who did not 
offer them were: posted position openings (Activity 6, 29,5%), fee reimbursement for continuing 
education (Activity 34, 26.5%), information on financial means to accomplish career goals (Activity 
3, 26.4%), career games (Activity 9, 25.6%), and workshops on resume writing (Activity 18, 2^.2%). 
Even the largest ''Not Feasible'' rating came from le^ than one^third of the respondents who did 
not offer the activity. Activity 34 (fee reimbursement for continuing education) was predicted to 
be not feasible by 26.5 percent of the employers who did not offer it but was also among the activities 
most often offered by respondents and was recommended by 73.8 percent of those who offored it. 
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Thii artivitioHiM'tMlic'liMl lo bo not rll'orlivc' liv tho larMUHl nuinhpr nf n^HpuiuliMUs wlu) dM luH 
(irriir llicMti wi»ru: \V(jrMu)im (in ronumu wHliiiK (AtMiviiy 18, IT .7";), lU'tivitmK nOaiiiu; to tho vari- 
nUHroluHaHHiiimnl by vvuvkiiui wohinU A<'livit y Uu M .2^; ), nutuir nanirs ( Ailivily !). 12';), tDb* 
pliiyiiiH Job intMrviowHUM^(nhH(A(iivily 19, 11,'!"; )» antl i!uunsi»lin[; about ptMHoiinl probliMiiH ( Ar- 
llvhy 22, 1 1 .4^;), Hlill, all of ihosu artivitbH wc»m prcMlicitMi tu bo mi tMTorlivp by Iush (ban 20 piM- 
cunl Dr lln? ruHijoiiduntH %vb() Ho noi ofrur lIUMn. A roniFjarUon of \\\vw niiiimH inaclp by rcHpniub 
uim who tin not ofriir Ihust} activities ami tjiu "Not Very KriVrllvu^^atinMH maclo by thusn wlio clo 
nfrur thuni appimrH Imlovv. 



Artivitv 



Not Kl^ijH^tivt^ 

(Ualud by [Mim who 
ilid noi ijffur it) 



Nut^ypry Klluc'tiyo 

{liatud by thoso 
wlu) ol'i'urcd it} 



18 (WorkHhofm on msiinit* 
writing) 



1(5 (Activities rdaiecl 

to m\m of working? womun ) 



14.2 



1(10 



9 (Caruer KaincK) 

19 (Rolo^playinfT job 
interview sessions) 



12.0 
1L4 



20.8 
3.8 



22 (CounseliriK about 
porgonal problem.^) 



114 



5.6 



With one oKcoptiori, those who did not offer the activity but who predicted it would not be 
effective outnumbered those who offered the activity and reported it to be ineffective. The eKcep- 
tion was Activity 9 (career pmes). Those who had tried it and reported it to be *Miot very effec- 
tive" outnumbered those who did not offor It but who predicted it would not be effective. 

Activity 22 (couiiseling about personal problems) appears here with one of the highest *'Not 
Effective'* ratings from thos^ who did not offer it. However, it is one of the most often offered 
activitiei (offered by 76 J3% of the respondents) and was reconimended by 53 J percent of those 
who offered it* 

Among the five activities with the highest *'Not Effective" rating from those who did not offer 
thein, Activities 18 (workshops on resume writing), 16 (activities relating to the various roles em- 
ployed women a^ume), and 9 (career games) were also among the activities least often offered by the 
respondents. These two activities were recommended by the following percentages of those who had 
offered them: Activity 18, 60 percent; Activity 26, 56 J percerit; and Activity 9, 33.3 percent. 
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WrilUm'ln AiHivitiuH 

Sf)a(*i» Wiis prcivMc'cl at ihv viul ni' Scc'tioo I nC ihv InKlninuMU ho dial \ \\v w^m\i\v\\\H wiM 
wrili» ill cjthor ii(iivitic?H they liml iritMl or (MHiskloriHi and nuirU llioir nsHeMmiKMU of (huso activitii^s. 
iiu* nmiumdiMitH mm) in lliirty^oiMliI luMiviliuH ibvy hud ofrvml i\iu\ mvmoil nil hiii (hoot ihtMii. 
'rhu lU'tlviLius wriMiMi in aiul rnltul ''Would HiU'cnniiitMur' uum'c an frillows: 

[nicjrniaticjii 

TipH for ninturo job seolcurs 
Kinployintinl soartdi ruNoiirrus 
AssiHfanro in dosi^nin^ lob^ 

Training and WorksligpH 

Mana^onieii t 'rrainirn; 

Furpcmc»rul and accebratud invQlvomeiU of wgrnon in all manapniont training* 

programs (but not at tho uKpense of mon) 
Various maiiaiioment and supDrvisory training prograiTiB 
Skilb training in maiiagomont and supervision 
Harvard advanced managenient program 
Advanced mana^tMnent warkshops 
Manageniont internship program 

Workshops 

Cornpanyn^ponsored workshops for career women 
In-hous€ workshops 

Training 

Skills training in other career fields (i.e., clfefical skills for flonclerical personnel) 
ln-hnu$e training organization 

In-house training programs in the area of career development 
Assessnient 

Assessment center 
Skills inventory 
S^lf-aasiessmGnt program 

Counieling and Support Services 

Peer job counseling 

Weekly women's support group meeting (at lunch) 

Career counseling program 

Support groups for employed women 



^Categorization done by project staff. 
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Job \)imm f»»* IHiHitionH up lo virr nrosidmil 

A ixirforinance roview By^tum rulalnd u^ ohmim porfornianoc rat ha 

(taUKht and onfarood) 
Individuid problem conforcncuH 
(froup rt^timmcnt honoriiifi uach individiiul 
Vqq rulrribiiriiunient. lor colleKO'lovol or othor job-rolated courBcm 
Mobility assiRnmunts with other public aRencieB and within agoncieR 
**lInde!l1llinR''--hirin« at lowur pay bvel for tmninfi period 
Vqq reimburHuinent for rourscs toward dogrces or dovclopmcMit 



The aclivitios writteh in and rated ''Somewhat I'lifoctive" were: 

porB()nuUh?velopniont activities of Arnico Womeirs Association 
I n terporson a 1 co m ni un icati ons 



The fDllowing activity was written in and rated '*Not Very Kffectlvo'': 

Nonspedfic career planning 

Five activities written in but no/ rated: 

Career awareness seminar 
Identification of career paths 
Additional in-houso training 
Integration of person power 
Planning with career development 
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SKCTION U 



Hoc'licm U fjl' th<J employer Kurvuy in«trumQiiL wm dommd to b uainplutod by onipluyerH 
who liavo had uKpuri^iiicu with carocjr duvulupmant activities forwonieii omplaycaH, Tho iteniH in 
Ihin mvtim roforrtid to soniu pu^iblo HdniliuHtrativci arrangGinents, poJicigH, faciliUos, aiul urgani^ 
^^alional pattornH in regard to uareor tlevelopnient activities for employud women. 

High Nonrespoiise Rate 

Table 3 containi the numbers and percents of employers mponding to Itenis 1-22 of tlie 
iristrunient. The items were ranked by the nuniber of **Yea'' regponsDs. 

NuniberH and percontH in the nonreHponse cohimns of Tablo 3 (B7.20'n ^ 34,157;^) indicate 
that nioro tlian one'third of the employers responding to the iristrumejit cho.se not to respond to 
items in Section 11 of the instrument It is clear that despite the instructions for this section, 
numerous respondents who completed Section I of the instrument (thereby iiidiciiting prior 
e)cperience in providing activities of this type) did not Qomplete Section II 



Most Often Offered Arrangements 

Analysis of Table 3 showed that only two administrative arrangertients, policies, facilities or 
organizational patterns were utilized by 50 percent or more of the respondents, A total of 53.66 
percent of the 103 employers responding to Item 19 stated that supervisory encouragenient was 
given to employees to participate in the activities. Fifty percent of the 106 employers respond^ 
ingtoltem 6 ind icated that they use publicity to inforni employees of opportunities for career 
developnient activities. 

Purther analysis of Table 3 shows that, in addition to Itenis 19 and 6, Items 18 (employees 
volunteer for activities), 1 (use of assessments of needs, interests, and abilities), 15 (use of formal 
meeting room), and 8 (activities conducted by such persons ascounsebis and adult educators) 
were among the adnninistrative arrangements, policies, facilities, and organizational patterns uti^ 
ii'/,ed by 40 percent or more of the respondents. Percentages of respondents who utilized the 
arrangements listed in these items were: Item 18, 48.78 percent; Item 1, 47.56 percent; Item 15, 
42.07 percent: Item 8. 40 J5 percent. 



Least Often Offered Ajrangements 

Two procedures \vere provided by less than 5 percent of the respoiidents. A total of 4.27 
percent of the employers responding to Item 9 indicated that they of fer child care for partici^ 
pants during program activities. Yearly reviews and recognition banqiiets for eniployees, staff, 
and management %vere provided by only 3,66 percent of those responding to Item 14, 
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Hupi'rvlHnry (»!ii?oiiraj|iM«iMit uiv«*)i to i^nphi^MU'H lo partii*lpali» in llnMK-tiviUtiH. 
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iiT.yu 
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0,15 


d. 


l'ij|)li(*jty in iiil'finn I'mplnyoi-H of oiJiJiirtuniiu^H I'oi' tNinu»nlt'Vi'lniimiMil 




afi.iiT 


HU 


5 (),()() 


2 1 


1 l.tlil 


IB, 


Mm|)l<)ytM'« vijlunlc'ur Tor \hv ncHivitii'S, 




:!5.!)S 


HO 


IHJ.H 


J 5 


1 5.24 


I. 


Uh*? f>r i}8.^«fiHtn<Mi t i>r nt!u<Up irUuN^HlK, luul nbilU.ioH in plunnin^ niul 
ctinfluciinK luHivitirH, 


i. H 


,'15 JI7 


7H 


17,5(1 


•JH 


1 7.07 


15. 


Fofmul m^etinil rnnm prcjvichul in whioli to iJonUuet tlin aci.ivitii*.h, 


5 7 


M .7l> 


(ji) 


'PJ.U7 


3h 


2tl, 1 7 


8. 


Pi'rMinH trairiocl In such c(>ntt»ni iitcm wh Qowmf^Wn^ ntu! ritlulL oclucutuHi 


57 




07 


4 u K n 


id 


24.39 


3. 


EKpianntinrij prior to enmllhionti cjf imfticipimts' fosiicmgibilitius 
conc*?rninK activitli?s rincl of any expenses they miKhtincuri 


ni 




(ill 


*1U ! O 
no, 1 


1 y 


24.39 


4. 


OohIs ancl (>bJect!VL*H nf activitioH t*,^t{ih!isheci by partlcipunL^ \m well 
as by activity ^trifr and ornrtnl/fitlon rtuuiiijit»nit*nt. 




n5;i7 


50 




47 




7. 


HoHponHihility for coiiPciiriutinii or »ctivitlt»H unclor u nlriKh? 
iiulivUtual. 


5n 




5H 






ai.io 


2. 


Staff persons aflsigned to conduct the activities on a regular r.^ither 
thau on an aver^UUicl brifjU, 


57 




53 




1)4 


32.03 


17. 


ParMcipanis solecti'd for pfirtimpftti"n by msnagomu'nt, 


5H 


imj7 


52 


a 1.7 1 


ri4 


33.93 


21. 


Written plans for various earetT do vol op men t rictivitiPs. 


57 


04,76 


50 


■iU.4 y 


1) / 


34.76 


ID, 


Cprtificutcs nwnrclod to partielpnnts after cornplDtion of the activity. 


50 


35 M 


49 






34.15 


5. 


Followntp study of participants to (Irtermihe whether participants 
rnade usi* of what they learnf*d in thr carDcr devolopmcnt activities. 


57 


M,n\ 


47 




by 


36.59 


13. 


Regular infarmul discussion duririj^ thfi lunch hour for paiticlpants mul staff. 


5 7 


34.76 


37 


2 '^,56 


f u 


-4 2,68 


22. 


A coordinating unit or comtnlttae ct>mposeH of personnel trom s€vera! adminiB- 
trative* areas In which career developniorit aetivities are conducted. 


58 


.35 J7 


33 


20.12 


73 


44.51 




A vvritten plan for a comprehensive career cieVelopment program * 


5H 


35J17 


28 


17.07 


7S 


4 7,56 




Social *'gct" together" held at the beginning of each activity. 
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ai 
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IS. 


Lounge (ai cjpposcd to a rnore forrnal meeting roorn) provided in which 
to conduct the activitiei. 


57 


34 .76 




\4m 


84 




11. 


Newsletter written by partlei pants and/or itaff, circulate d to 
participants and nonparticipants. 


56 


34.15 


18 


lO-Od 


90 


54, S8 


9. 


Child'care offered for participants during activities. 


56 


34.15 


7 


4.27 


101 


81.69 


14. 


Yearly review and recognition banquet planned for employees, staffs rn^rilf ^ 
nientt and other persons supportlrig career development activities. 


56 


34.15 


6 


3.66 


102 


62.20 
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Sfhedu linn Arran(,»t'nit'nt.s 



Table 4 presents nunihor of cmipbyors roKpoiKliiif,' tu the vaHoiis |)os,sil)ililies for schofliilinit 
(•ftrt'or(l«vt'l<)pin<.'nt activilios in Horn 2',i, Six dirtoront scheduling pos,sibilities wcrt- preseiuod, A 
totiil ol' 83 eiiiployers mspfjiidod to (a), iiidiciitinM thiit iiclivities wore coiiductod during worldng 
hours with employc(?.s boiiiK oxt.uscd rrom work without loss of pay for the time thoy pnrticipnte. 
Four reHpondentsselfctocl (b\. stating that Hctivities were condunted durinR workinR hoiirs with 
oniployeos bciriK excuHod rrom work but with Iosk of pay for the hours they participale, 

Hespfm.ses (t:), (d), and (e) t oncern schedulint? of activities before or after working hours. A 
total of six employors responded to (c), indicating that they offered activities for employees 
before or after working hours with some monetary stipend for the time thoy aro involved. The 
41 employors re.sponclinR to fd) indicnted that activities for employees in the eompanies were 
conducted before or iifter workinfl hours with no monetary stipend for the time they participate. 

Three employers indlciited. by marking option (e), that they condiicted activities for em- 
ployees before or after working hours with participants receiving "compensatory time" rather 
than a monetary stipend. A total of seven respondents ^rked option (f), indicating that they 
used some other type of scheduling arrangements. However, review of the arrangements listed by 
those employers responding to option (f) indicated that some of the same scheduling arrange- 
ments could have been identified by selecting one or more of the options (a) through (e) presented 
in the survey instrument. 

Several other responses to item (f) were listed. One respondent stated that the manner in 
which activities were scheduled depended upon the situation and the status of the employee. 
Another employer indicated that reduced tuition rates were available for college classes taken by 
employees. Flexible work hours that allow employees to take time off and make it up on the 
.same day was another scheduling arrangement listed. Finally, one employer stated that employ- 
ees were pjiid for the time spent participating in career planning activities when the activities were 
initiated by management but not if the activities were voluntary. 



Tuble 4. RESPONSES TO EMPLOYER INSTRUMENT, SECTION II, 
ITEM 23, RANKED ON NUMBEIl OF IlESPONSES 
(N-164) 



NUMBER OF 

ITEM RESPONSES 



23 Of tho folbwing scheduling possibilities, check all that apply 
Id your career development activities for employed women. 



a. Antivities conducted during working hours, with 83 
oniployees being ekcused from work without loss 
of pay for those hours they participate. 



Activities conducted before or after working hourSj 41 
with employees not receiving any monetary stipend 
for those hours of participation. 



f, Other (Specify) 7 



Activities conducted before or after working hours, 6 
with employees receiving some monetary stipend 
for those hours of participation. 

Activities conducted during working hours, with 4 
employees being excused from work but losing 
pay for those hours they participate. 



0, Activities conducted before or after working hourSj 
with employees receiving no monetary stipend but 
receiving '^compensatory time" that they could 
use later to be excused from work. 
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SKCTION III 



Soctioii HI or thi) onipbyur iimlnimont imimtl rgHponduntH that nnonymous rosponsGH to 
thu Hurvey in.strument woro vvolconiutK AddiLionally, Ihoy wore m\m\ to provido their organlza- 
lion's name, addrosK, and any other information aboiil th&ir program if thoy wishod to be listed 
in an annotatod blbhoBraphy. A total of ten employers of the 164 respondiny to the questiDn- 
nairo aRreed to be listed in the tinnotated bibliography. The information they provided is pub- 
llBhed in Carevr Planning Prografm far Woman limphyeeB: Annotated Bibliofiraphy. 

The annotated bibliography includes specific information on career planning programs for 
women employoeR (or artivities of ^uch programs) in operation at the time of the survey. The 
information was compiled through a review of the nurvey instruments returned, plus any addi^ 
tinnal literature the employers included about the prograni, 
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Results and Discussion: 
Educational Institution Instrument 



SECTION 1 

Section I of the oclucational institution instrument, like that of the employer instrument, 
eonsisted of activitieH that could constiLuto a career development program far women employees. 
The respomlentH were aHkecl to indicate which activitieH their institutions had offered as either 
( 1) a com munlty^ based (continuini^ education) service, (2) part of a cooperative efrort with husi^ 
ness or industry, or (3) both a continuing education and cooperative service. Table D-l in Appen^ 
dix 1) providus a complete breakdown of all the responses to Section I of the educational institu^ 
lion instrument. 



Most Often Offered Activities 

Analysis of the reHponses to Section I (Table 5) indicates that the career development activ- 
ity offered by the most (87.19%) educational institutions (as continuing education, a cooperative 
effort, or both) was individual counseling relating to career planning and/or career development 
concerns (Activity 20). The other two activities offered by more than 80 percent of the respond^ 
ing institutions were providing information about various sources to utilize in seeking career 
devalopnient information (Activity 8, 8149%) and providing infarmation with respect to pro- 
jected future employment needs in the job market (Activity 2, 80,66?4). Counseling with respect 
to personal problems or concerns (Activity 19) was offered by 79 percent of the responding edu- 
cational institutions. 



Least Often Offered Activities 

The career development activities least often offered by the responding institutions were 
Activity 25, periodic reviews of participants' career development (33.5%); Activity 6, career 
games for increasing occupational awareness (30 J7%); and Activity 22, trial experiences in new 
areas to improve expertise and develop awarene^ of other position requirements (30,25%), 



Activities Offered as Community^Based Service 

The career development activities that were offered by the educational institutions only as a 
community-based (continuing education) service are presented in Table €> Again, Activity 20, 
individual counseling related to career planning and/or career development was the activity most 
often offered by the respondents (80,65%). The two other career development activities offered 
by more than 70 percent of the respondents were Activity 19, counseling with respect to per- 
sonal problems or concerns (72.75%) and Activity 8, information about various sources to 
utilize in seeking career developmeiit information (70.84%). 





Tablfi 5. RESPONSES TO EDUCATIONAL INSTITUTION INSTIIUMKNT, SECTION I, 
ITEMS 1.26, RANKED BY PEIICKNTAGE OFFERED AS COMMUNrrY-lUSED 
SERVICE, COOPERATIVE EFFORT, OR BOTH (N - 367) 






ITEM 


TVPH* 


PMIiCICNT 
OFPMltl'ib 


20, 
8, 


hifiivuluii) ('nuMMoiliiii N«liili*ci tn c*an*(>r plMniiiriK iitul/or c^nriMM' (lrtVi»i<»)itn(M\h 
Inrorrmitjon about various HQiin?i»H to ntill;<^« in Hf»i»kin^ enrucr tiyvolnpmuiU Infurnintinii. 


( • 
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H7,in 

HMD 


2. 


InfarniiUion with n»sp«ct to proji?otucj futuro rmplijymt*nt mutk in tho \ob mnrkH. 


1 


81), on 


19, 


CouriHolinii with ruHpt?ct to pcrsoMijI prol>h»msor concornN, 


V 


79,02 


5, 


PrinltHl or midiovmual oecupiUHmal oxpjoratUjn materiiilH. 


I 


75,7ft 


IB. 


Coiin.sehllg with respect to nccupatiorml nlturnatlvos uHsnciati'ti svitli Viirious lovuls of advuncnnuMil in a fiohl. 


c 


iriAH 


1. 


Personal CQiitact with people employud in vnrloiiH occupntionH t»f IritoroKt to pnriicipuntH, 


I 


74,66 


3, 


In fnrniatifin with rospoct to finiinula! miMinH to accomplish hniH'ran^'p ciiPurr gouU, 


I 


71,39 


21. 


Group counHf^ling roliitctl to caret'r plannirif^ and/or carnor dpvolojiniiMU. 


c 


70.84 


0. 


Si*nlinnra on CHrecf planninK, 


T 


70. 02 


23, 


A-HsPHsmunt of participants' n«eds, intt^raits, und abilitioH. 


P 


(ii),4B 


10. 


Sel f aMgertivenoss training. 


T 


(m.2i 


15, 


ftri If' playing of job interview 8*?ssions. 


T 


611,68 


12. 


Aotivitie,^ relating to the various rrileg that omployed wom«n mmrno (worker, Mudont, ypouM*, parent). 


T 


61.68 


13. 


Activities ftUating to time nianagcrnent, settinn priorltlos, and planning when rL^suming vnrious roles, 


T 


.59,94 


14. 


Workshops on resume writing. 


T 


59.40 


4. 


Printed or aitcliovisunl materials that deal with the concerns of working women* 


I 


58.59 


7. 


Contact with womeni employed in traditionally male occupations, who could serve as'*role models'* 
for participants. 


I 


49.8Q 


11. 


ActivltieH for management personnel and other omployeeg that would sensitive them to the needs and 
concerns of working women. 


T 


^13.87 


16. 


Management training activities in pfeparation for additional responsibilities and concerns parlieular to 
female employees (managinii male and female omployees. additionarduties and obrigations). 


T 


12,23 


24. 


"Mentors" or -^facilitators" available to employed women to provide assistance with career development. 


C 


37.60 


17. 


Wofkshnps or materials concerning suggested methods participants eould use when interacting with individuals 
not sensitive to women's needs. 


T 


36.79 



♦These letters indicate the category of activity under which each item was listed on the questionnaire, I ^ informationi T ^ training and workshopSj 
C « counseling, and P ^ policies and procedures, 
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Table 5 (eonliiuMMl) 
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Those career developnient activities that were least often offered by the educational institu-^ 
tions as a community'based strvice ware Activity 25, conducting piriodic reviews of participants' 
career development (27 J2%); Activity 6, career development games for increasing occupational 
awareness (26.98%); Activity 26, fee reimbursenient for participants taking courses and/or work- 
shops relating to women's concerns (25.61%); and Activity 22, trial e^cperiences in new areas to 
improve expertise (23.71%). 



Activities Offered Cooperatively 

Table 7 reveals that less than 50 percent of the respondents offered any of the career devel- 
opment activities as part of a cooperatm effort with business or industry. Nearly 48 percent 
offered some form of Activity 1, personal contact with people employed in various occupations 
of interest to their participants (47 J6%) and provided Activity 2, information with respect to 
projected future employment needs in the Job market (47.69%), Information about various 
sources to utilize in seeking career development iriforrriation (Activity 8) was offered by 35,69 
percent of the respondents as a cooperative program with business or industry. 

The career development activity found to be the least often offered by the educational insti- 
tutions in a cooperative effort was Activity 6, career games to increase occupational awareness 
(9.81%), Only 13 percent of the respondents provide either ^-mentors'- or -tacilitators" to im- 
ployed women to assist with their career development (Activity 24, 13.35%) or workshops and/ 
or materials to use when interacting with individuals not sensitive to women's needs (Activity 17^ 
13.08%). 



Written-In Activities 

The respondents were asked to indicate any other activities they had tried or considered and 
to mark their assessment of these activities in the space provided at the end of Section I on the 
instrument. The activities written in and recommended are as follows: 

Information* 

Awareness of non traditional career programming 
Careers-values-life styles 
Practical politics 
Legal rights of women 
Women's resource center 

Special bibliography of available materials for women 
List of available child care services for participants 
Sex role stereotyping 
Women and depressiori 



*Categorization done by project staff, 



EKLC 



34 

41 



**Film Day for Women'WUms for and about womirt-the many aspects of a woman's Lif 
Special ipeakers/films/ panels of special interest to v^omen 
Women and the law 

Training and \yorkihops 

Centers 

Career center 
Mobile career center 
Woineri*! opportunity center 
Wonien^s center 
Women's awareness center 

Managenient/Supervision/Leadership 
Leadership developnient 

Seniiriars/ workihops on principles of supervision 
Food Service management 
Busiiiesa training for entrepreneur women 
Mid-management internship 

Three^course (nine unit) iequence for women in business management 

Supervisory courses specifically for women 

Workshop on women in management 

An "Opening Your Own Business-' workshop for women 

Training 

Legal assistant training 

Cooperative office eKperience 

Mobile in-service training unit 

Skills training for women alone 

Work ejcperience program for 18^21 year olds. 

Prpgranis.Seniinars, Workshops, Courses 

Programs to help participants establish and maintain a home environment 

supportive of their career orientation 
Career development special needs program 

Serninars on '*World of Work for Women'' and '-^ptitude Testing for Women'' 
Self-defense and rape crisis ieminars 

Women's study program (coursei, workshopii seminar for women) 

Annual coriference with employment and self ^assessment components 

System of interactive guidance and information: values clarification, vocational 

exploration group 
Investrnent seminar 

Assert! veness techniques for particular groups such as Beuretaries 
Special orientation for women considering the return to college to upgrade their 
skills 

Course- 'Introduction to Women's Studies'' 
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Workshops dealing wkh career planning^ assertiveness training, self-asse^ment for 
women, communications skills, transactional analysis, women's management 

Professional society with sponsorihip of courses and memberihip to make females 
aware of opportunities in the field 

Three-hour noncredit course in career and life decision making for women 

Three-hour, noncredit course in how to succeed in a small bUiiness 

Course entitled ** Women in the Construction Industry" 

Women's Day 

Job clinics for women 

Directon-f inding serninars 

Life choice workshop 

Testing and evaluation 

Industrial orientation course designed to help womeri explore 
Workshops dealing with preemployment skills, resume writing, role playing 
interviews 

Courses for divorced or widowed women in personal adjustment and caraer 

exploration 
*'Mid4ife Career Change Program" 
Workshop on self-defeating behavior 
'*Women*s Career EKploration Module'' 

Nontraditional jobs seminar-cosponsored by the Commission on the Status of 

Women 
Career planning workshops 
Assertiveness training groups 
Human potential seminars 
Recycled women groups (reentry) 

Workshop for women who are unemployed but are thinking strongly of entering 

or reentering the job market 
Career exploration for women in nontraditional jobs 

Counseling and Support Services 

Women's awareness counseling 
Support roles/groups 

Para-professional career counseling by telephone 
Specialized counseling and peer counseling for women 

Ongoing group on women's concerns-composed of faculty, staff, and student women 

Policies and Procedures 

Baby'Sitting servicei and child care facilities 

Hie following activities had been comidered as possible activities, but rejected by the respondents 

Child Care workshopB 
Child care on campus 
Reentry profiram for women 
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Additional courses for women 

The introduction to women's studies to be offered during the day 
Program to train unemployed women on welfare 
Wonien's career day daises 
Nontraditional career day for women 

Pee reimburiement for courses taken at the college by employees 

Encouraging women to consider nontraditional vocational and technical education through 
group iessions 

Women's day-offering a aeries of workihops with child care provided during workshops 

Special course entitled **New Directions for Women'' 

Series of seminari and forums related to changing roles and needs of women 

Divorce support classes 
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Table 7. RESPOMSES TO EDUCATIOMAL INSTITUTION INSTHUMENT, SECTION I, 
ITEMS 1.26, RANKED BY PERCENTAGE OFFEaEDi^S COOPERATIVE 
EFFORT (N*367) 







. OFFERED AS 
COOPERATIVE 
PROGRAM 


ITEM 


Mumber 


percent 


1, 


personal cofitact with people ernploj'od in vdriuus pccuputioiis tjf Intt^rest to piirtlcipantH, 


176 


47,fl6 


2, 


Inforrnation with respect to projected future eniplpynient neodi in the job market. 


1 To 


47.69 


a. 


InfoWatmn about vadoui murwtc utilise In seeking' career development mfofmathjiu 


131 


25. 69 


3. 


Information with respect to financial rneans to accomplish long-range careor goals. 


106 


28. SB 


5. 


Pflnted of audiovisual occupational fiKploration materials. 


100 


27.25 


9. 


Semiiiairs on ciifeer planning. 


94 


SB. 61 


IG, 


Fee reimbursement froin participants' empioyers For doyrses/workshops related to worklrig wornen'B concerns 
taken at yout Institution. 


94 


25.61 


18, 


Counsdifig witli respect to oceupaticnal alternatives ossociated with various levels of advancement in a field. 






11. 


Activities fof nianagenient personnel and other employees that would sensitive theni to thetieDds and 
concerns of \vorklni %vonien. 


8 1 


92 07 


20. 


Individual counseling reiated to career planninM and/or career development. 


78 


2i.25 


7. 


Contact mth ^ornen, emplo^^ed in traditiorially male oceupationsj who could serve as •'rtjlernoclels*' for partieipants. 


77 


20.98 


4. 


printed or audiovisuai materials that deal with the concerns of %A?orking w^omen. 


73 


19.90 


19. 


Couniielinii with respect to personal problerns or conct'rns. 


71 


19,35 


16. 


Role^piaying of job interview sessiorii. 


70 


19.08 


23. 


Asseisnient of participants' needs, interests, and abilities^ 


69 


18.80 


11. 


Group counseling related to career planning and/or career deVDlopnient, 


66 


17.98 


13. 


Activities relating to time management, setting priorities^ and planning when assuming various roles. 


66 


17.98 
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Table?, (continued) 







OFFERED AS 






COOPERATIVE 






PROGRAM 


ivm 


Number 


Percent 


i 0 

1 A, 


- - ^ - - .... — 

Activities relating to the various rulos that omployecJ women assume ( svorker, stutieiit, spouse, parent). 


64 


17.44 


1 P. 


Management traininil activitius in prbpiiratiort for additloml res[ionsibiliiies and curicems particuiar to femalG 


62 


16,89 




emplciyuey (mana«inf| mak* and fmiuJe employees, adcjitionul dutm and obliptums). 




10. 


Self -assert iveness train inj?. 


62 


1 ^ AQ 


14, 


Workshops on resume writing. 


59 


16,08 


25. 


Periodic review of participants' career d<?velupmont, 


54 


14,72 , 


22, 


Trial experiencfis in new amm to improve expertise and develop aware nes-^ of oth^r position recjUircmertts, 


52 


14,17 


24, 


-'Mentors*' or ^^facilitators'' aviiiliible to emplcjyed women to provide asaistance with career devebptrien t. 


49 


13,35 


11. 


V^orkshops or niaterials concerning mMKeHed methods participanti could use when interacting with individuals 


48 


13,08 




not sensitive to wonien s needs. 




6. 


Career ganries u^d for incrDasing occupational awareno^s, 


3S 


9,81 
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SECTION II 



Table 8 provides the results of the responses to Section 11 of the educational institution instru 
ment. The item in Section II referred to some possible administrative arrangements policies 
facilities, and organizational patterns to which only those institutions that have had some experi- 
ence with career development activities for employed women were to respond Again respondents 
were to indicate whether they offered the various items as (1) a community-based (continuing edu^ 
cation) program, (2) as a part of a cooperative program with business or industry, or (3) as both. 



Arrangenients Used in Community-Based Programs 

Of those educational institutions that offer career development activities as a community- 
based effort, over 50 percent of them (56.68%) use a voluntary enrollment system (Item 15) in' 
implementing their career development programs. ^Other program implementation procedures used 
by 50 percent or more of the institutions were, em ploying persons trained in such areas as counsel- 
ing and adult education to conduct program activities (Item 2, 52.59%), and using Item 6, publicity 
to inform potential participants of opportunities for career development activities (51.77%). The 
procedures of providing formal classrooms to conduct activities (Item 13) and conducting assess- 
ments of participants' needs, interests, and abilities (Item 1) were used by 50.95 percent and 50 41 
percent (respectively) of the educational institutions. 

The procedure least often used by the respondents to implement their career development ac- 
tivities as a community-based program was Item 12, holding social "get-together" affairs at the be- 
ginning of e.-ich activity (9.26%). Item 11, newsletters for circulation to participants and nonpartici- 
pants (12.53%), and Item 16, propani participants selected for participation by employers (11 99%) 
are other procedures not widely used in the community-based career development programs. 



Arrangements Used Cooperatively 

Concerning the procedures employed to implement the career development activities In a 
cooperative effort with business or industry, the results (Table 9) Indicate that only a little more 
than 20 percent of the respondents used any of the procedures included in Section II of the instru- 
ment. Some forni of publicity was used by 21.25 percent of the respondents to inform potential 
participants of opportunities for career development activities (Item 6), and 19.62 percent of the 
respondente also used some form of publicity to inform employers of potential participants of op- 
portunities for career development activities (Item 7). Almost 19 percent of the respondents util- 
ized the program participants and staff to establish the program goals and objectives (Item 4) and 
a slightly lower percentage (18.53%) conducted assessments of participants' needs, interests, and 
abiJlties in planning and conducting (Item l)career development activities. 
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Table 8. RESPONSES TO EDUCATIONAL INSTITUTION INSTRUMENT, SECTION II, ITEMS 1-19, 
RAWKED BY "YES" RESPONSES FOR COMMUNITY.BASED SERVICES 



wm 


DID MOT 
Number 


RESPOND 
Percent 


YES 


RESPC 
porcent 


)NSES 
NO 


Percent 


15. 


participants enroll in activities voluntarily. 


1 54 


41.96 


2 OH 


5U.6H 


5 


1.30 


2. 


Feraons trained in such content areas as counseling and adult 
eclucation conduct the activities. 


160 


43.60 


193 


5159 


11 


3.82 




Publicity to inform potential participants of oppor tunities for 
career developmerit activities. 


160 


43.60 


190 


51.77 


17 


4,63 


13. 


Forinal classroom provided in vrhich to conduct the activities. 


159 


43.32 


187 


50.95 


21 


5.7 2 


1. 


Use of assessment of needSj interests, and abilities in planning and 
conducting activities. 


162 


44.14 


185 


50.41 


20 


5,45 


3. 


Explanation, prior to enrollment, of participants' responiibilities 
concerning activities available and of any expenses they might incur. 


1 69 


46.05 


170 


46.32 


2H 


7.63 


4. 


Goals and objectives of activities established by participants as 
well as by activity staff (and sponsors^ if a cooperative program). 


175 


47.68 


144 


39.24 


4B 


13.08 


ID. 


Certificatos awarded to participants after completion of the activity. 


159 


43.32 


133 


36.24 


75 


20.44 




publicity to inform employers of potential participants of 
opportunities for career development activities. 


174 


47.41 


124 


33,79 


69 


18.80 


B, 


Regponslbility for coordination of activities under a single individuaL 


162 


44.14 


118 


3115 


87 


23,71 


LB. 


V^ritten plans for various career development activities. 


172 


46.87 


115 


31.34 


80 


21,80 


14. 


Lounge (as opposed to a more formal meeting room) provided in 
which to oonduct the activities. 


170 


46.32 


101 


27,52 


96 


26,16 


5, 


Fq|Iow-uP study of participants to determine whether participants 
nriade use of what they learned in the career development activities. 


177 


48.23 


75 


20.44 


115 


31,34 




A coordinating unit or committee composed of personnel from several 
adniinistfative areas in which career developriient activities are 
conducted. 


175 


47.68 


69 


18.80 


123 


33.52 




Ghiid care offered for participaiits during activitiei. 


168 


45.78 


68 


18.53 


131 


35J0 




A. written plan for a compreheniive career development program. 


180 


49.05 


59 


16.08 


128 


34,88 


11. 


Mevvsletter written by participants and /or staff, circulated to 
participants and n on parti cipantii 


175 


47.68 


46 


12.53 


146 


39,78 


IS, 


Participants selected for participation by employers. 


194 


52.86 


44 


1 1.99 


129 


35,16 


12. 


Social "get-together*' held at the beginning of each activity. 


176 


47.96 


34 


9.26 


157 


42JS 
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Table 9. RESPONSES TO EDUCATIONAL INSTITUTION INSTRUMENT, SECTION 11, ITEMS 1-19, 
RANKED ON "YES" RESPONSES FOR COOPERATIVE EFFORTS 



ITEM 


DID NOT 
Number 


RESPOND 
Percent 


YES 


RESPC 
Percent 


DNSES 
NO 


Percent 


6, 


Publicity to inform potontl^l pyrticpanLs of opporLunitio^f for curtM.»f 
development ociivities. 


282 


76J4 


78 


2L25 


7 


1.91 


1. 


Publicity to inform employers of potential pafticipants of oppor- 
tunities for L'Breer de velopni€n t sotivitieSi 


284 


77.38 


72 


19.62 


1 1 


3,00 


4. 


Goals and objectivei of activities established by participants as well 

as bv 3f*Hvlfv sfaf f f anrf §r*fjrmr>i*s if a nrmri^rativp nPfiPParn^ 

Qa ^ Jf B^vlVil.jF avail ^^IIU S^\JlMS\JLa^ tk a ^ \JM^^E* a ^1 V E ^4^^I^I11^> 


288 


78,47 


69 


18.80 


10 


2.73 


U 


Use of assessment of needSi interests, and abilities in planning and 
conducting activities. 


290 


79,02 


68 


18.53 


9 


2.45 


2. 


Fersons trained In luch content areas as counseling and adult 
education conduct the activities. 


285 


77,66 


66 


17.98 


16 


4.36 


13, 


Porrnal classroorn provided In which to conduct the activities. 


294 


80.11 


65 


17.71 


8 


2,18 


3. 


Explanation, prior to enrollnrtent, of partietpants' responsibilities con- 

noFnind ^f°itiv(Mii€ Sl/silaHile fInH f^T SFiV ^Vr^@r1Q£>C f'HpVf tY^lcfKlf iriPIlT' 
WErflill^ awklVllflE^ sVSlJaUl€ hTIU (Jl SUiy ^j^p^ila^a h,tf^y liilgilL lEI^UIi 








If,**** 


Q 

O 


0 1 s 


16. 


Participants enroll in activities voluntarily. 


295 


80,38 


64 


17.44 


8 


2.18 


10. 


Certificates awarded to participants after cotripletion of the activity. 


294 


80,11 


51 


13.90 


22 


6.00 


IS, 


Written plans for various career developrnent activities. 


296 


80.65 


49 


13,35 


22 


6.00 


16. 


Participants selected for participation by employers. 


284 


77.38 


48 


13.08 


35 


9.54 


8. 


Responsibility for coordination of activitiei under a single individual. 


294 


80,11 


44 


11.99 


29 


7,90 


6. 


Follow-up study of pafticipants to deterrnine whether partieipanta 
made use of what they learned in the career development activitiei. 


299 


81.47 


42 


11,44 


26 


7.08 


ID, 


A coordinating unit or cornnriittee composed of pefsonnel from several 
adminiitrative areas iri which career development activities are 
conducted. 


297 


80.93 


41 


11.17 


29 


7.90 


14. 


Lounge (as opposed to a more forma] meeting room) provided in 
which to conduct the activities. 


301 


82.02 


34 


9.26 


32 


8.72 


L7. 


A written plan for a comprehensive career developrtient program. 


299 


81.47 


34 


9.26 


34 


9,26 


9. 


Child care offered for participants during activities. 


296 


80,65 


23 


6.27 


48 


13.08 


LL 


NeWiletter written by participants and/or staff, circulated to 
participants and nonparticlpants. 


305 


83.11 


15 


4.09 


47 


12.81 


12. 


Social "get-together" held at the beginning of each activity. 


307 


83.65 


8 


2.18 


52 


14.17 
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Less than 10 perctnt of the respondents employed any of the procedures includid in Items 14, 
17, 9, 11, or 12. Providing a lounge in which to conduct career development activities (Item 14) 
and having a written plan for a comprehensive career development prograni (Item 17) were both 
used by 9 percent of the responding educational institutions. Six percent of the respondents indi- 
cated that they offer child care services for participants during career development program activi- 
ties (Item 9), 

About 4 percent of the responding educational institutions indicated that they circulated 
newsletters to program participants or nonparticipants (Item 11). Holding social get^ogethers at 
the beginning of propfam activities (Item 12) v^^as used by only about 2 percent (2.18%) of the re- 
spondents offering career development programs as a cooperative effort with business or industry. 

Scheduling Arrangements 

Item 20 (Table 10) from Section II of the questionnaire was to be completed by only those edu- 
cational institutions that offered career development activities on a cooperative basis with business or 
industry* The respondents were to indicate whether any of the six scheduling procedures applied to 
their career development activities for employed women. A total of 118 respondents indicated that 
their career development activities were either conducted before or after working hoursj and partici- 
pants did not receive any monetary stipend for their hours of participation (Item 20d). Another 87 
respondents indicated that participants were eKcused from work for those activities conducted during 
working hourSj without any loss of pay for the hours they participated in career development activ- 
ities (Item 20a), 

Forty-five educational institutions indicated that some monetary stipends were provided to 
career development participants for their hours of participation (Item 20c) and another thirty-four 
educational institutions indicated their career development program participants were permitted to 
receive compensatory time that they could ^ise later to be cKcused from work (Item 20e). Finally^ 
nineteen respondents indicated that participants were permitted to be excused from work for those 
career development activities that were conducted during working hourSj but with a loss of pay for 
those hours they participated (Item 20b), 

Option (f) was provided on the instrument for the respondents to indicate other types of 
scheduling arrangements they used that weren't covered under options (a) through (e), The 
following list represents the responses to option (f); 

Activities conducted after working hours with participants receiving fee reimbursements 
for courses upon completion 

Activities conducted during working hours with participants receiving some monetary 
stipend for those hours of participation 

College pays instructional expenses-students of company pay tuition and books 

Employer gives one hour with pay and participant gives one hour of his/her time, usually 
at end of the shift 
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Activities offered on weekends (Friday night, Saturday, and Sunday) 

Activities conducted during one iiour of working time at no loss of pay, folJowed immed- 
iately by two lioun of nonworking time with no pay for participation 
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Table 10. RESPONSES TO EDUCATIONAL INSTITUTION 
INSTRUMENT, SECTION II, ITEM 20, RANKED 
ON NUMBER OF RESPONSES (N ^ 367) 



NUMBER OF 

ITEM RESPONSES 

20, Of the following scheduUng poisibilities, check all that apply 
to your career development activities for employed women, 

d. Activities conducted before or after working hours, with 118 
participants not receiving any monetary stipend for those 

hours of participation. 

a. Activities conducted during working hours, with partici- 87 
pants being excused from work without loss of pay for 

those hours they participate. 

c. Activities conducted before or after working hours, with 45 
participants receiving some monetary stipend for those hours 
of participation. 

e. Activities conducted before or after working hours, with 34 
participants receiving no monetary stipend but receiving 
''compensatory time" that they could use later to be 

excused from work, 

b. Activities conducted during working hours, with participants 19 
being excused from work hut losing pay for those hours they 

participate. 

f. Other (Specify) 9 
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SECTION III 



Section III of the educational institution instrument a^ured respondents that anonymous 
responses to the survey instrunient were welcomed. Additionally, if they wished to be listed in an 
annotated bibligraphy, they were asked to provide their institution's name, address, and any other 
information about their program that should be included in the annotation. A total of 63 respond- 
dents of the 367 institutions responding to the questionnaire provided information. The inform a- 
tion they provided is published in Career Planning Programs for Women Employees: Annotated 
Bibliography. 

The annotated bibliography includes specific information on career planning programs for wo- 
men employees (or activities of such programs) in operation at the time of the survey. The informa- 
tion was compiled through a review of the survey instruments returned, plus any additional literature 
the respondents included about the program. 
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Conclusions 



The following section presents inferences drawn from an analysis of the data provided by em^ 
ployers and educatioml institutions responding to the survey instruments. 

Analysis of the data indicated that employeri and educational institutions responding to the 
survey instruments offer a wide variety of career planning activities for all employees, including 
women. A number of scheduling arrangements are utilized in offering career planning activities to 
employed persons. 

Survey results indicate that a great deal of career planning programming is provided for 
workers by industries and educational institutions, although we must be careful to consider the 
number and types of employers and educational institutions responding to the survey instruments 
and limit the conclusions to this specific group. 

A total of 1497 community and junior colleges were surveyed. Four hundred and fifty em-' 
ployers were surveyed from the Fortum 500 listing of businesses and industries. An additional 152 
higher education institutions with student populations eKceeding 15,000 were included in the em- 
ployer survey. Survey instrunients with usable responses were received from a total of 164 employ- 
ers and 367 institutions. 

Many of the career planning activities included on the survey instruments would be beneficial 
for both women and men employees. In fact, survey results indicate that activities were generally 
available to all employees. It is important to point out that the activities relating specifieally to 
employed women's concerns were not among the career planning activities most often offered by 
the respondents. 

Survey data from responding employers indicate that many have initiated organizational poli- 
cies and procedures to enhance career planning and Job progression for employees. Responding 
employers implemented policies and procedures such as posting job descriptions more freauently 
than educational institutions. Educational institutions tended to be more likely to offer activities/ 
services that provide career planning information to employees. A poisible reason for this could 
be that educational institutions have, traditionally, been in the business of disseminating informa- 
tion and providing learning ejcperiences. Cooperative arrangements, between educational institu^ 
tions and some other sponsoring agent, to provide career planning activities for employed women 
were few in number. 

Counseling (of some form) was, undoubtedly, a very popular service provided by both employ- 
ers and educational institutions. Both groups of respondents, however, indicated that supportive 
and informal types of procedures such as child care ^rvices, informal lounges for conducting 
program activities, and social get^ogethers for participants were seldom in operation, However, 
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promluroH tor fornialUinM pro^ratnH (mvh m inihlirli^iru^ nviiilablo muivilii'H, md pruvuliim iniind 
program HialT aiul adoqiiatu npatu) tor ilia activiiiuH) wuru friMiiUMilly uhikI. 



In roviuw, (lion* in nwv cunrlUHioii of parnnioiirU iniporlanco to ihiH Hlucly. AllhuiiMli clain 
iiulii'aiu tliat a variuly ol* vmvr phiiHiiiiM mitivilJoH avo priwidutl for umploycMl ])CTHonH by (In* tMii^ 
ployorH and (MiiU'Hlion inHlituti<Hi ihni, roHpondod tu tin? HUrvuy inHtrunuiiilK, arlivitius, liolirius. and 
prm*uduruH spucitlcally doHi|*nud for womun (that 1h, arlivitioH that wrv not. iKiiinlly advaiiiauuoiis to 
working nion) aru not ot^furiul widely, 

Thosu m'tivitioH, poiirii?s, and promUiruH that dual Hpuclfically with tlic concurnH of workinjf 
wonum woru; providing printud or auclioviHUal niaturiaU that dual with thu concernHof wiirkin^ 
womon (Activity 7 on thu umploycr inHtruniunt and 4 on thu uduuational inHtilution iiiHtrumunt); 
providing cuntacM with woniun, omployud m traditianully malo oucUpatiunH, who could mvo as rolu 
modds (Activity 10 on thu umployor inBtrumunt and 7 on thu uduuational inHtitution inHtrumont); 
offoring workRhopH or maturinlH conuc^rninK niuthodn unipU)yuuH could ust? when inturactinK with 
puoplu insonsitivu to woniun's nuotU (Activity 13 oii thu uinployur inHtruniunt and 17 on thu udiuuh 
tlonal inHtitution instnnnunt); prDvidinf{ activitius for manapomont and othur uniployuuH that would 
Hunsitii^u thum to the nuuds and conuurnH of working womun (Activity 15 on thu uniployur instru- 
ment and 1 1 on the educational inHtitution inBtrumunt); providing autivitiuB ruiatinK to the various 
roles that employed women assumu (Activity 16 on the employer instrument and 12 on the educa- 
tional institution instrument); providinH manaHemont trainin^ activitios in preparation for additional 
responsibilities and concernR partiuular to fumalo employees (Activity 20 on the employer instru^ 
ment and 16 on the educational institution instrument); orrerlnR fee reimbursement for courses/ 
workshops related to working women's concerns taken at educational institutions (Activity 34 on 
the employer instrument and 26 on the educational institution instrument); providinR ''mentors'' 
for women employees (Activity 24 on the educational institution instrument); and offerinM child 
care lor participants during activities (Activity 9, Section II, on both instruments). 

or these nine activities, only two (Activities 4 and 12) were offored by more than fifty percent 
of the respondents to the educational institution instrument and only one (Activity 34) was pro- 
vided by niore than fifty percent of the employer respondents, Three activities (Activity 20, 15, 
and 7) were offered by 40-50 percent of the respondents on the employer instrument and three 
(Activities 16, 1 1, and 7) were offered by 40-50 percent of those who responded to the educational 
institution instrument. Thirty to forty percent of the employer respondents provided two activities 
(Activities 13 and 7) and that sanie percentage of responding educational institutions offored three 
activities (Activities 26, 24, and 17), Slightly more than 18 percent of the employers offered Ac- 
tivity 16, providing activities relating to the various roles that employed women assume (worker, 
student, spouse, parent). Child care during the activities (Activity 9 on both instruments) was 
provided by only one-fourth of the responding educational institutions and by only 4 J7 percent 
of the responding employers. Clearly, activities designed specifically to meet the needs of working 
women are not as widely offered as are those that are of equal use to both male and female em- 
ployees. 
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Recommendatioxis 



Stworal r<M*t)ninioMcinti()ns bnscMl cni I ho dala analvHiH of Hurvoy inKtruiiHMit rospoiiHOH (Min Ih» 
liiadu tci unhanrc? tliu tlulivory of raroor phmniny activitius and scrviruH to uniployt'd woniun, AU 
ihough the HUrvuy ruRultH show that reHpondin^ omploycrH arid odiuMitioiuil inHtiliitionH do ofl'cr 
innnuronH viiwvf planiiini^ artivitiL^s for eniployud adults, few activiticH addruss llic spucial nuuds of 
workiny womt^n. f iroatur cMiiphaHiH iieods to hv placud on thoso IdndH of ac^tiviliuH, 

Aelivitic^s and si^rviron rrspouHivo to ihv specifio nnieurnH of umployud woniun and to \]w proh- 
lums they (Miroiintur that aru diffurunt froni thusu cncounturud by wurkiii^ inun rould bu an iynmh 
tial part of a oareur planning prograni, A prof^nini of plannucl Hurvicen aiui activitius can ixmki thu 
svorkiny wotnan an nhv (iolorniinrH the rolt* that work plays In liur lifu and duvoIo|)H a ronipluiiiun- 
tary cnruur plan. 

Child caro was not offered vury oftori by tho ruspondents bnt it is a specific sorvic^e that wcndd 
bu helpfiU to eniployed wonicn (and somo men, for that niatter). It in Htrongly rocoinniendud that 
child care services be conmdered as a support service in career planning profirams, It is possiblu that 
a greater number of perHons would participate in plimnod activities if child care were readily avail- 
able. The 197,^ I land hook on Women Workers provides inforniation re^^ardinH the nnml)er of work- 
ing women with children in various ago groups. 

About 32 percent of the 8.0 million niothars of children under three and 42 percent of 
the 5.9 million mothers with children three to five (and none under three) were in the 
labor force, . . .» 64 percent of the 15.8 million mothers of children six to seventeen 
only were in the work force/' 

The U.S, Department of Labor report on women workers adds that . . , 

The number of working mothers (women with children under 18) has increased nine- 
fold since 1940. They now number 13.0 rnillion, an increase of 3.7 million in the last 
decade, The 4,8 million working mothers with children under six in 1973 had 6.0 
million children under six; the estimated number of licensed day care slots is 920,000.^ 

It may be that employers and educational institutions tend not to offer child care services 
for program participants becau^ they feel arranging and providing this service would be too com* 
plex. Employers and educational institutions offering career planning programs should consider 
scheduling activities during the working hours and/or at the lunch hour rather than before or after 
work. This would eliminate the need for child care services other than those that workers with 



''U,S. Department of Labor, Women*s Bureau, 1975 Handbook on Women Workers (Washing- 
ton, D,Cj U J. Gnvernment Printing Office, 1975), p, 25, 

U J. Department of Labor, Women*s Bureau, "Twenty Facts on Women Workers'' (Washing- 
ton, D.C: U,S. Government Printing Office, 1974), p. 1, 
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rliihirun iiunnnlly iirranMu lur (luring thuir rcmihir wnrkiim Tins iulilllitJiiiil c'onHiilonil iini in 

fU'lu'dulinM (if m'tivilic»s wuiild hu nioHt luHpl'ul (n ilumc woi'UliiM woiikMi iiiul liUMi who hnvo (ho lul- 
(liiinnal li'sijoiisiljilil v of riiriiiu fur iluhliTih 



OuiliniMM a wrilliMi coinptplu'iiHivi' piinirani plan is ;\ miijur step in ilovclopiiu^ vi\wvv plnnnhii; 
liniMr'i"!?^ rcspunsivr in (ho niMKls of unifilnyod wonnMh Kiirh a phin unubbH Iho pi*«i^^i'ain clirocior 
t(>Ki»liM't iipproprinlu nrtivitiuH, nuMhods, iind (uchniijucs of i)reHuntiiti()n (o mmiv auuhunHivu unit 
ratlu»r lluin an array nf parts. A oonipruhonsivi* proMrani plan Including HualBj tjhjuctivoN, and 
f()ll()w«up studlcH i){ participants iHussuntial for i?ffn('tivu prot^rain uvaluatlan. 

'rht? finant'iiil cohI and staff iiucHlod to opuratu a raruor planning program may prevunt some 
cMiiployt'rs an<l ^durational inHtituLionH from providing mv\\ sorviceH, llowevor^ aclusiru to offer 
('aro<»r planniriM artivitius may spark in^tMiuity iu dutDrmininH linsv Lo alluvlato barriurn t,o providing 
Htn viros for umployud woiiUMi. 

Ooopurativu arrniiMunientH botwoun two in more umployorH and oducational institutluns, and/ 
or putdic sorvico nMi^ncien nhould bo mnHidorud an a possiblo solution to tho cuHt problom. Cooper- 
ativu arranKertiuntH can taUu a viiriuty of forniB with cosponsors providing fundn and/or facilities and 
personnel. Coopurative arranKt*nit'ntK with educational institutions could be of groat benefit as pro* 
MraiiiH linked with educational inHtitutions would enable participants to take advantago of the tnany 
existing' activitieH/Hcrviees at the schooh It has been pointed out, lor eKanipIo, that In sotrie cases 
eniployoes ctf educatianal institutions who are not enrolled as students cannot take advantage of ser- 
vices provided for students* A policy change allowing employed women to avail themselves of ap- 
propriate existing sorvices would do much to widen the range of activities and services offered in 
career planning programs for womun, The possibilities for providing career planning programs for 
empkiyed svonien are limited only by the creativity of those involved in planning the progranu 
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THE CiNTIR FOR VOCATIONAL IDUCATION 

Th« OhMi sum Un»v»i«il^ • laiQ Rufwy Howl • Ciilumbul, Ohm 4.1310 



Survey of Career Development Activities for Employeci Women 



SKCTION I 



The foUowing jui? pnN^ihlu fiarnfif dovelopment iirtlvltie!i with whif;ii yijur organl/.utkjn may havt' hiiU cKporiunce* IMcusi? liicliyfttts by 
eiroling the lippfopriatc rBiponie, Ihoio dQtivltleH that you iiifty have offered for wonuni employees ftiid your HHs<*?4?imoiil of their 
effisotiv«iiejii, (Uib<orq) 

For thoie MctivUlet with which your orgBiii/atlon has had no oKpcrteiiee, plyuse Iridicate your oplnioiii regarding their fL^A^ibility 
<d, r, ur f) 

For purpoiOB of Ihiii queiitlunnairc, pleaiio consldor ''nftervd*' to mean the ai>tlvlty li avnilnbld to, thougli not iiocessttrity limited to, 
women employ ges. ''I'IffvctiMvnvHH'' refers to the iictivitles' effeetlveneis in helping women change jobs, advance in iholr jobs, or gain 

There may be career developnicnt aelivities for employed women that a^e not ineluded in the questionnaire ilenii* Piyaiie add on 
Page 3 any additional activities you may have offered. Also, please deicribc other activities you may be aware of, have tried, or 
eonsidered and rejected. 

AetivttieSi inchiding those you add* aliould be rated by chooiing one of the foUovi/ing response optional 

Ca) Offeredi and would recommend it (d) Not offeredi^ut miglit be effective 

Cb) Offered: and somewhat effective Ce) Not offered; would not be feasiblo 

(c> Offered: but not very effective (f) Not offered; would not be effective 







OFFERED 






NOT OFFERED 




Would 

Heeommend 


Snmewhat 
Effective 


Not Very 
Effective 


Might be 
Effeetivu 


Not Not 
Feasible Effective 


Infonnatlon 












1, Personal contact with people employed in vajfious 
occupations of interest to employeei. 




b 


c 


d 


e f 


2, information with respect to projeeted future employ- 
ment needs of the organization availabie to employees. 


a 


b 


c 


d 


e f 


3* Information with respeei to financial meani to aeeom- 
pliih long-range eareer goals available to employees. 


a 


b 


e 


d 


e f 


4, Information about the existence of job progresaion piani 
and eriteria for advancement available to employees. 


a 


b 


G 


d 


e f 


5. Position descriptions made available to employees for 
planning purposes. 


a 


b 


c 


d 


e f 


6, Position openings, including job requirements and 
quaiifications, posted for employee information. 


a 


b 


c 


d 


e r 


7. Printed or audiovijual materiais that deal with the 
concerns of working women available to employeei. 


a 


b 


e 


d 


e i 


8. Information about various sources to utilise in seeking 
career development information. 


a 


b 


c 


d 


e f 


9. Carter games used for inofeasing oecupational 
awareness. 


a 


b 


c 


d 


e 1 


10^ ConUict with women, employed in traditionally male 
oecupayons, who could serve as ^'role models" for 
employees. 


a 


b 


e 


d 


e f 


11. Printed or audiovisual occupational exploration ma^ 
terlals availabit to employees. 


a 


b 


c 


d 


e f 
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OKKKlilll) 






NOT {j|''l'li!U:D 








Wniild 
Itei-nnunuiul 


Honiowhnt 
iCffi'ctiVi? 


Niit Very 
Kffeciivi^ 


Might he 
llffi'ctivi; 


Not 
|'*ei»Hil)le 


Not 
Kffi*ctlvc 


Trtininy aikI Wnrkhhiiiii 














12. 


N<MiitniirH fHi i'iiriM*r phiniiiiiti. 


a 


Ii 


(' 


it 




f 


ill. 


niPthijds i'm|iii>vct*<i tiiutlil iiBU wluni jntt'riii'Ung 
with trnllvU!U4ils nnt sorHillvc" to WJJnu'n's iiuyds. 


11 


h 


V 


rl 


V 


f 


11. 


.Si'lfMiiiai'rtWonti^ IruinlnK. 


a 


b 


V. 


(I 




f 


i fi. 


ActivUk«!i fnr iniini4|£i*meiit md otliL'r i'nipl»yiM^s 
Ihut wDiild sLMisttl/i' Ihfin to i\w iwvilH Hmt cnn- 
cefhs of wnfkJnK womtMi. 


a 


b 


c 


d 




f 


iO, 


Antivitii*?! relating tii thi> vuriuu» rolus that enipUiyiHi 
wonu'ti UHiiutiif (vw tfUer, NtudetU, ipuu^c, piiriMU), 


a 


1) 


(=' 


(t 


V 


f 


17. 


Activities relating tn iimv manngvmynt^ setting 
priurities, unu plunning whtn a^Huming v{ifiuu.>i 
roles. 


u 


b 


c 


d 






IH. 


Work-Hhtips un rufiume wfUtng, 


ii 


b 


c 


d 


e 


f 


ti). 


Hoit''Pi4iyinK of Jfib |nlervl(«w sessionl. 


u 


b 


I' 


d 


i" 


f 


20. 


Munagk*ment training activities in prgparatinn for 
additional r^iPOnsibUitici and concerns pafticular 
to female employees (manaiing malo employeeit 
fomaJe employees, additional duties and obliiutlons). 


i\ 


b 


c 


d 


e 


f 


Goutiielinii 
















Counseling with respeet to gecupatiunal aitcrnatives 
associated with various levds of advancement in a field. 


a 


b 


c 


d 


e 


f 


22. 


Counseiing with reaptfet to personal problems or 
conci'Fni, 


a 


b 


c 


d 


e 


f 


as. 


Individual counseling related to career pianning 
and/or earper development. 


a 


b 


c 


d 


e 


f 




Group counseling rulated to career planning and/or 
career development. 




b 


c 


d 


e 


f 


Pdlletea and Pfocedufei 














25. 


Joint planning betwein employees and superviiors 
for career development. 


a 


b 


c 


d 


e 


f 


26. 


A formal procedure for applyinn for position changes 
or promotions. 


u 


b 


c 


d 


Q 


f 


27. 


Defined paths or networks of Job progression from 
entry'level employment to positions oi niore 
responsibUity and hiiher sslairy. 


i 


b 


e 


d 


e 


f 


2a. 


Wfitteii portion descriptions for eaeh lob title in the 
organization^ includlni exptrienee, eompeteneiesi 
and sIUlls required for the position- 


a 


b 


c 


d 


e 


f 


29, 


Trial experiences in new artas to improve expertise 
and develop awareness of other position requirements. 


a 


b 


c 


d 


e 


f 


30, 


Explanations available to employees for their failure 
to obtain promotions or Job changes so that employees 
can take steps to qualify for future opportunities. 


a 


b 




d 


e 


f 


31, 


Recurring assessment of employee needs, interists, 
and abilities. 


a 


b 


c 


d 




t 
I 


32. 


*«Mentors" or "facilitatQfs'' assigned to employeei to 
provide assistance with eareer devtlopment. 


a 


b 


c 


d 


e 


f 


33. 


Periodic review of employiet* career development. 


a 


b 


e 


d 


e 


f 
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Pdileief atiti Pruyidurfli (C^uiil.) 

iM, Fee raimbumiiieni fur tiour»ei/wnrk«liO|iH rtiU\UH\ 
to workliig wiiiiiflii'scnFiqernii tiikifii at cMiuctHtlniiiil 
trutlluUiiiii. 



W()Uid 


*:* k k Lf li M-J 


Nut Vory 
iCffifctivo 


Might be 

Kffdtitivo 


NOT OKFKitKD 

Nni Nnt 
Foasibli! iCffetttlv 




Ij 


r 


ci 


4' f 




I) 






V f 


4i 




li 


li 


« f 


il 


b 


V. 


ci 


I* f 



lu^^'^P^TJ'^' IV*"^ " - PMperion.o with the typei of activitloi listod (No. 1^34), your .esynnnes to th. que.tionnairo arc now 
complete. Plc«o reiurii the quiitionnaire In the accompanying PQitagG.paid enveiupe. m^'^*? ml now 



SECTION II 

(To be completed only by thoae whose orianUBtions have had some eicPeHf nee with earecr dsvelopment activities for 



women emp^jvees.) 



.h .h ? ? « IvItU. for employed women. Pli„, chMk the ipproprlate „.pon,e to indlQ.le whether o, not lh#s. Item, 
describe the implementation Of flotlvltlei In your otg«nllfllion, ov mesc iiems 



10, 
11. 
12. 
13, 



Use of ajseMitienl of needs, liiterests, and abUlUcs in Rianning and condueting iidtivities, 

Staff perjuni assigned to conduct tho activities on a regular rather than an over-load basis, 

Exphnation, prior to enroUment, of piirticipani's rciponsibilUiei eoneorning aciivitlei available and of 
liny eMpetlies they might incur. 

Coals and obitr'lves of actlvltlef esUbUshed by partlcipanli as well as by aetiviiy staff and organteBilon 
manaiement. 

FoUow-up study of partielpants to determine whether participants made use of what they leained in the 
cBieer development •ctlvtUet, 

Publicity to Inform employees of opportunitiei for career development activitiei (e g memos Posters 
newslelters). ' 

ReiponslbUity for coordlnttion of aotlvltiei under a single individual, 

Personj trained in such content areu u eounaeling and adult education conduct the letlvities. 

ChUd.cM'e offered for putlclpanu duHni letlvitlei. 

Certificates awuded to participants after completion of the activity. 

Newsletter written by parlicipanii and/or staff, circulated to participants and nen-particlpants. 

Social "■et-togethtr" held at tho beginning of each activity. 

Regular inrormaJ dlMusslun during the lunch hour for participants and staff. 



YES 
D 
□ 

n 

Q 

□ 

□ 

□ 
□ 
□ 
□ 
P 
□ 
□ 



NO 
□ 
□ 
□ 

□ 

□ 

□ 

□ 
□ 
□ 
□ 
□ 
□ 
□ 
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2 



11. 


VeHfly t^view ttiid rviuigtiitlnn banquet iiiahnod fur Qiiiutoyoofl, liaff, nioiittguhiUhi, aiid other iiuraoiii 
liilipnrting cAf«er tlevolupmont iciiv(tiei> 


a 


□ 




Knrtnjii m««Uni fmm pruvlded in which to caiulutit Uitj Bi>iivltli!i. 


LJ 


n 


iih 


Louttie oppuiiud tci ii mor«^ fortna) lUBoUnii rnniti) ptftividud in which to driiului^l thu uctivttiys. 


LJ 


n 


17, 


Pur ilcliiiinti iclo«i«d far participiiUuii by iiiDn«gi>moni. 


IJ 


U 


IH, 


I<;mpinyp«» volunto^r fnr the udtlvitU's. 




n 




HuyerviRury eiu'uur4iiicii)i!ni tcivcii to yiupioyyi's tu liurtlciiHitn in thu uctlvitics. 


[J 


fj 




A writlfii plttn fiifu t;fjniprph«rislvu ciiK'fcr devcliipincnl prujirani, 


u 


U 




Writti^n pUns for various riirocir cii?vi?hjpm«nt aetivitios. 


□ 


□ 




A uiJorUiiiallng unit or irohiniittta- cnriipost'd of pfjraonni?! from severul ttdinin.iitrativo uruiii in whluh 
iMirifcr (levuloprneht dCtivitU'^ urc conduytcd. 


□ 


□ 


2.1. 


Of Uio foilowtnn schL^dulinil pussibllitlcs^ check all that upply to your caruur dyvylopmont autivitics fur u 


mployed wornan. 





[1 a, Activities conduclyd during working houri, with purticipants being tixcHthyd from worlt witliout ioM of pay for thoiu 
hour» thoy piLftit iputc, 

[_ ] b, AullviMps eonduclcd cluriiig working hoor^, with rtuployues btUng excusccl froiii work but Iqsltiy puy for those hour they 
purtitMpiitL'i 

[1 Aetlvitips conduetnd buforu or after wnrUing houri, with eniployeus rt^ceiving soniu mnnL'tary stipend for those hours of 

partiuipntion. 

[ ] ih Aetivitips i'lMMluftvd bt?fore or after wnrklng hours, with eniployeoi not reuuiving any oionetary stipeiict for those hours of 
ptirtiCipation> 

□ |i, ActiviUfls eonduetpd buforp or ftftur working hours, with empioyeiis reeeiylng no monetttry stipend but rgceiving 

"cciiiipcnsatory tliTU'" that tht-y could use later lo be exeuijjd froni work, 

□ f, Othyr (Specify) _ _.. 



SECTION III 



As stated in th? atutnmpariyirig letttri anonymoufi responses to this questionnaire are welcome. If, however, you would like for your program 
for employed women to be listed in an annotated bibiiography, you may use the spaee below or on « separaie sheet to tell Us your organ izaiioii'S 
tiime and addresiii nsm^ of the PeriQn(s) iii eharge of the progiiim.i and ^methlng about ths methods used to plan the progfami Its goals and 
obiectives, and effectiveness. We would also like to know how many women have participated in ihm program thus far and would appreciate 
any literature about %hm program you may wish to Inelude. This« of eourse, is strletiy optional, and omitting any of this information will in 
no way lessen the value of your previous responses. 



Fleue return this queitiqnnaLre in the aeeompanylng postage-paid envelope. Thank you fpr your time and cooperation in this effort* 
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Appendix B 
Educational Institution Instrument 
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THE CiNTER FOR VOCATIONAL EDUCATION 

rhi Ohis $iti« Univtitiiv ' Knnny nniiil> Columlmi, Ohm 4321!) 



Survey of Career Development Activities for Employed Women 

SECTION I 



The following ore poMible career development nctivUiea with whidi your institution may have had expericmco. \-\Qmc 
indicaty, by circling the appropriate response, those activities that you may have offered m a communlty^based {con- 
tlnuing education) service, those activities offered as part of a cooperative effort with buslnesa/lndustryi or both. 

For purposes of this questionnaire, please consider -offGrcd'' to mean the activity is available, though not necessarily 
limited to, employed women, 

There may be career development ftctivitles for employed women that are not included in the questionnaire items. 
Please add on Page 2 any additional activities you may have offered. AUo, please describe other activities you may 
be aware of, have tried, or considered and rejected, 

Activities, Including those you add^ should be rated by choosing one of the following response options i 

(a) Not offered 

(b) Offered as a eommunitybaaed (continuing education) service 

(c) Offered as part of a cooperative effort with business/industry 

(d) Offered as both (b) and (c) 



Information 
I 



Not Community' Cooperative 
Offered Based Effort Both 



Personal contact with people employed in various occupation.^ of 
mterest to participants, 

Information with respect to projected future employment needs 
m the job market. 

rnformation with respect to financial means to accomplish long- 
range career goals. 

Printed or audiovisual materiali that deal with the concerns of 
working women. 

Printed or audiovisual occupational exploration materials. 

Career games used for inereasini occupational awareness, 

Contact with women, employed in traditionally male occupations 
who could serve as "role models" for participants. 

Information about various sources to utilise in seeking career 
development information. 



Training and Workahops 
9, Seminars on career planning. 
Self^asiertiveness training, 



2. 

3, 

4, 

5, 
6, 
7. 



10. 

11. 

12. 

13, 

14. 
15. 

16. 

17, 



Actiyitiei for management personnel and other employees that would 
sensitize them to the needs and concerns of working women, 

Activities relating to the various roles that employed women assume 
(worker, student, spouse, parent), 

Activities relating to time management, setting priorities, and planning 
when assuming Various roles. 

Workshops on resume writing. 

Ro|e»playing of job interview sessions. 

Management training activities in preparation for additional responiibih 
Ities and concerns particular to female employees (managing male and 
female employees, additional duties and obligations). 

Workshops or materials concerning suggested methods participants could 
us© when interacting with individuals not sensitive to women's needs, 



a 
a 
a 

a 

a 

a 

a 



b 
b 
b 

b 

b 
b 

b 

b 

b 
b 

b 

b 

b 
b 
b 

b 
b 



c 
c 
e 



d 
d 

d 

d 
d 
d 

d 

d 

d 

d 

d 

d 

d 
d 
d 

d 
d 



Not Comniuiiity-* Coopurativi* 

Couwding Dftood UiiB^d Effort lloth 

18. Counstiling with ruspoct to occupritionul ftltnrnutivoH nssoeiatod witli 

viirioufi Ittvels of udvmicuniont in a fiuld, a u c CJ 

19. Counnoliriif with ruspucl to porsonal problums or c<Jiic«rnH, a b o d 

20. IndivldUiil eounsuling rulated to mtim planning and/or caruor , 
duvelopmunt. ii U u u 

21. Oroup counseling rolntud to carwor plaiinlnji and/or earuor dovolopniont. u b c d 
Policies and Ihroocdures 

22. Trial cKpcriancos in new areas to improvo cxpurti^o and duvulop nwiirc?* 

mm of othor position ryquiroments, n n c a 

abed 



23. Anieasmont of participants' needs, interests and nbiliticm, 

24. "MentorM'' or **facilitatorB'* availabie to umployud women to provide 
asfiistanoe with eareur devolopnient, 

25. Periodic review of participants' career developmant, 

20. Fee ruimbursement from participants' employers for coursei/workshops 
related to woriting women's concerns talcen at your institution* 

Other Activities Offered 



bed 
bed 



bad 



Other Activities Considered and Rejected 



If your Inititution has had no experience with the types of activities listed (Nos. 1^26), your responses to the ques^ 
tionnaire are now coniplete. Please return the questionnaire in the accompanying postage*paid envelope. 
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sb:ction li 

(To be cotii|»li!trd only by ihom whose initltutlDni liav© had experlonc« with cftrecr dovolo|jiiioiit iictlvllloB for cnipkiyui] 
women.) 



T\\e following \im\n rofor to lomo pOMlblo adniinistratlve iirruiiiomciitfl, policit'i, faclHtlua, iind urganl/jitUinnl piittt^rna 
in ntpn! to CAfiU^r d<>volopnt€nt nctlvltii^B for otiiployLui woni^n. Ploiisc* cliGC'k ihp npprcipriiit^ roHponnc' to IticUojiti' 
whether Of hot tht»*u Items deHcrib© tho Impleitiontiition of uctlvltitii ot your institution* 

VnQ only thu ymh%o ru«poiis«s litMided coinmunitybitf«d if your institution offers only iictivitlcs of that typo. Otiicr- 
wise^ imivc tlioAti columns blank « 

Use only thu yes/no regponses hefidcd coopertitive program if your institution offmi only nctivitics of that typo, 
Otherwise, leave those columns blank* 

If both typ^ of proKTums are offered^ use bo*h seta of yes/no r^ponBefi. 







COMMUNITY^ 
DASED 


COOPERATIVE 
priOGRAM 






Yes 


No 


Yes 


No 


1 , 


Ust> of assessment of netuU, iiUeroHts, and abilities in plnnninic nnd 
cfindueting activitie.s. 


□ 


□ 


□ 




2 


lofsons trained in such content areas as counseling and adult education 
conduct the activities. 


□ 


□ 


□ 


□ 




Bxpla nation* prior to enrollment, of participanti' responsibilities 
concerning ftctivities available and of any eKpenses they might incur, 




□ 


□ 


□ 


'i . 


Goals and objectives of activities established by participants as well as 
by activity staff (and sponsors* if a euoperative program). 


□ 


□ 


□ 


□ 


5. 


Foilow'Up study of participants to determine whether participants 
made use of what they learned in the career development activitiei. 


□ 


□ 


□ 


□ 


H, 


Publicity to inform potential participants of opportunities for career 
development activities. 


□ 


□ 


□ 


□ 


7. 


Publicity to inform employers of potential participants of opportunities 
lor career development activities, 


□ 


□ 


□ 


□ 




Flesponsibility for coordination of activities under a single individual, 




□ 


□ 


□ 


y. 


Child-care offered for participants during activities. 


□ 


□ 


□ 


□ 


10. 


t>»ftificaLes aworded to participants after completion of the activity. 


□ 


□ 


□ 


□ 


11. 


Newsletter written by participanti and/or staff, circulated to participants 
and non-participants. 


□ 


□ 


□ 


□ 


12. 


Social "get together" held at the beginning of each activity. 


□ 


□ 


□ 


□ 


13. 


Formal cla^room provided in which to conduct the activities. 


□ 


□ 


□ 


□ 


I i. 


Lounge (as opposed to a more formal meeting room) provided in which 
to conduct the activities. 


a 


□ 


□ 


□ 


15. 


Participants enroll in activities voluntarily* 


□ 


□ 


□ 


□ 


16, 


Participants selected for participation by employers. 


□ 


□ 


□ 


□ 


17, 


A written plan for a comprehensive career development pro^am= 


□ 


□ 


□ 


□ 


18, 


Written plans for various career development activities. 


□ 


□ 


□ 


□ 


19, 


A coordinating unit or committee composed of personnel from several 
administrative areas in which career development activities are conducted. 


□ 


□ 


□ 


□ 



mt?H«4? ikip Ihi! fcillowlnil Items If you dc» luH uffur uiiroor clevuloiimpnt ucitlvltios for umployyci wmmtx on 
n cotiporntivL! buai^ with buiiitu^i^/induiitry, 



20. Of till* following ftolii?tiuUhi| powibilltius. uhuuk all tiiat apply to your cnr^ur devylopimnt iic!tivliii?H for unipluyocl 
wumotii 

11 ji. Arilvilh'H (MMuiiH'lod ciurini^ w(irkln« liourH, witli purtiollHintH \mm mximihikI hum wni k without Um of |my 
fur tliiiHi* lUiUrH lltoy piirtiiMpiit**, 

LI b, ActlvitioH coiiduutud clurinji workiufi hmnh wUli imrticlpnntH \mm t^xcuHud rruni work but Umm im i'ur 
thosu hours thuy purtlciputih 

{.[ I ActlvitiuH eondiiutMd hi^fon' or after workiuf? Iiours, with partiulpunts ri^cnivinM H»m<? nujiuHnfy Ntipund for 

thorn* hour^ of purticipn -ion. 

1 . 1 d. ActivitiuH conduutud btiforu or aftor working liourH, with partlclpnnts not rocuiving any rrionutary Htipend 
hir tiiosf hours of pfirtic^ipntirm. 

in V Activities eunductod btjforo or nfter workirm HourH, with participants repivinfl no monutary stlpcmd but 
f(?cihving "compunsatopy time" that thoy could uHu later to bo oj£CU8(»U from work. 

L) f. Othur {Specify) 



SECTION III 



Ai stated in the accompunying letter, anonymoufl regponsas to this questionnaire are wDlcome, If, however, you would 
like for your prograni for employed women to be Uited in an annotated bibliopaphy, you may use the space below or 
a fiaparafee sheet to tell us your Institution*! name and addresa, name of the perion(s) in charge of the program, and 
something about the methods used to plan the program, its goali and objectivea, and effectlvenesfl. We would also like 
to know how many women have partieipated in the program thus far and would appreciate any literature about the 
program you may wish to include. This, of courie, is strictly optional and omitting any of this information will in tiO 
way lessen the value of your previoui responses. 



Please return this qu^tionnaire in the accompanying postage^paid envelope. Thank you for your time and cooperation 
in this efforts 



EKLC 
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Appendix C 
Responses to Employer Instrument, 

Section 1 
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Table C-1. RESPONSES TO EMPLOYER INSTRUMENT, 
SECTION I, ITEMS 1-34 (N = 164) 



DID NOT 
Number 



INFORMATION 

L Personal contact 
with people employecl 
in variou^occupa- 
tloni of interest to 
employees, 

2. Infofmation with 
respect to projected 
future employment 
needs of the organ 
sation available to 
imployees, 

J, Information with 
respect to financiBl 
means to accomplish 
long-range career 
goals available to 
employees, 

4. Infonnation 
about the existence 
of job pFogreision 
plans and criteria 
for advancement 
available to em- 
ployees. 

5. Position de- 
scriptions made 
available to em- 
ployees for plan- 
ning purposes. 

6. Position open- 
ings, including Job 
requirements and 
qualifications, 
posted for em- 
ployee in form fi* 
fcion. 

7. Printed or audio- 
visual materials thut 
deal with the con- 
cerns of working 
women available to 
employees, 



RESPOND 



2.44 



1,83 



3.05 



1,83 



Would 
Re^mmgnd 



53 



34 



57 



55 



1,83 



0,61 



3.05 



60 



84 



Fereint 



32.32 



20,73 



34.76 



33,54 



36.59 



5L22 



OFFERED 

So mg what 
Effective 

Number Ferment 



42 



28 



27 



31 



Not Very 
Effeqtive 
Nutnbpr 



30 



17 



25.61 



17,07 



16,46 



18,90 



18,29 



10.37 



Percent 



2.44 



3,05 



1.83 



5,49 



Mighl Bg 
Effestivg 
NuiTiber 



3,05 



50 



71 



52 



58 



47 



0,61 40 



10,98 



26 



:5.H5 



4,27 



pgtcent 



NOT OFFERED 
Not 

Feasible 

Num^r Percent 



30.49 



43,29 



n.7i 



35.37 



28,66 



10 



22 



19 



16 



89 



24,39 18 



54.27 



13 



6,1 



13,42 



11.59 



4.88 



Not 

Effgqiive 
Numbgf Pereent 



945 



10,98 3 



0.81 



0,61 



0.61 



0.00 



7,93 



2.44 



1.83 



3.66 



ERIC 



OFFERED 



NOT OFFERED 



ITEM 



DID MOT RESPOMD 
Numb#f Percent 



S, infofmation abouL 
vanuUH sources to 
uiilj^e in seeking ca- 
reer development 
inrorrnation. 

9. Career games used 
for increasing oceupa- 
tiorial aworeness. 

10^ C4)ntact with wo- 
nmn, employed in tra- 
diticnally male occupa- 
tiDfiit who could serve 
as**fQle mcidels'* for 

3U Printed or audio - 
vtsua! occupational 

phi rati on materialH 
available to empjoyees, 

TRAINtNG & 
WORKSHOPS 

12. Seniinary <:>n 
career planning, 

13. Workshops or 
niatff tals concerning 
suggested methodi 
employees could use 
when interacting with 
individuals not sensi- 
tive to women's needn. 

14. Self-aisef tiveness 
training, 

15. Activllies for man- 
agement and other em- 
pToyees that would 
sensitize them to the 
needs and concerni of 
working women^ 

16^ Activities relnting 
to the variotje roles 
that amployed women 
aMume (worker, sLudent, 
spousat pamnt)< 



Would 

Number PercenE 



4J7 



3.0 a 



3.(36 



1,83 
0.01 



4.27 



4 7 



4 5 



21 



45 
31 



39 
29 

17 



2H.66 



AM 



27.44 



12. HI 



27.44 
18.90 



23.78 
17,68 

10.37 



Effective 

Number: Percent 



1 1 



23 



20 
34 

10 



21.34 



6.71 



14.02 



13,42 



1 1.59 
16,46 



12.20 

20,73 



Not V«ry 
Effeetive 
Number Pfreent 



10 



7,32 



3.05 



6,10 



3.66 



2.44 
3.66 



3.05 
3,05 

1J3 



Miihl Be 
Effe ctive 

Number Pereent 



58 



S3 



67 



97 



84 
87 



79 
81 

90 



35.37 



50.61 



40, an 



59.15 



51-22 
53.05 



48,17 
49.39 

54,88 



Not 

Number Fereent 



34 



9 
4 

19 



1.83 



20,73 



4.88 



4.88 



2.44 
4,27 



5.49 
2.44 

11.59 



Not 

Effeciive 

Nurnbtr P#ie€nt 



IG 



18 



7/ 



ERIC 



OFFERED NOT OFFERED 





DID NOT 


RESPOND 


Would 

Rteomm 

Number 


end 
Peteent 


Somewhi 
Effeqtive. 
Numbfr 


t 

Peregnt 


Not Vesfy 
Effective 
Number 


Percent 


Mighi Bi 
Effective 
Numbtr 


Percent 


Not 

Feasible 
Nymlter 


Percent 


Not 

Effective 
Number 


Percent 


L7, Activities relating 
;o time management, 
letting pf ioriti8i, and 
slannmg when assum- 
ng various roles. 


5 


3.05 


46 


28.05 


24 


14.63 


2 


1,22 


73 


44.51 


11 


6,71 


3 


1,83 


18. Workshops on 
esume writing. 


5 


3.06 


21 


12.81 


12 


7,32 


2 


1,22 


72 


43,90 


30 


18.29 


22 


13.4 2 


19. Role^playing of 
ob interview legions. 


6 


3,66 


35 


21.34 


16 


9,76 


2 


1 ,22 


77 


46,95 


If^ 


9.76 


12 


7.32 


20.N!anagenient training 
ictivities m praparation 
for additional reiponsh 
jilities and concerns 
^articular to female 
impioyees(n^ naging 
nale employe* is, female 
imployeeg^ additional 
Juties and obligations). 


4 


2.44 


47 


28.66 


18 


10.98 


2 


1.22 


83 


50.61 


7 


4,27 


3 


1,83 


DOUHSEUNG 






























^1. Counseling with 
respect to occupational 
ilteFnativas associated 
K^ith various levels of 
idvan cement in a field. 


3 


1.83 


70 


43.68 


36 


21.95 


8 


4.88 


42 


25.61 


4 


2.44 


1 


0,01 


^2. Counseling with 
respect to personal 
problems or concerns. 


3 


L83 


. 68 


41,46 


51 


31,10 


7 


4.27 


27 


16.46 


4 


2,44 


4 


2,44 


23. Individual counsel 
ing related to careeif 
planning and/or career 
development. 


4 


2.44 


81 


49.39 


31 


18.90 


5 


3.05 


39 


23,78 


3 


1,83 


1 


0.61 


24. Group counseling 
related to career plan- 
ling and/or career 
jevelopnrient. 


6 


3.66 


28 


17.07 


15 


9,15 


7 


4.27 


89 


54.27 


12 


7.32 


7 


4,27 


POLICIES & 
PROCEDURES 






























25. Joint planning 
between employees and 
lupervisors for career 
Jevelopment, 


3 


1.83 


48 


29.27 


24 


14,63 


14 


8.54 


66 


40,24 


7 


4.27 


2 


1,22 



4 



ERIC 



OFFERED 



NOT OFFERED 



26* A formal pmct?^ 
dure for appiying fur 
position changes or 
promotions. 

27. Definecl paths or 
networks of job pro^ 

fffession from entry* 
evel ernployment to 
positioni of rtiorn 
reiponsibllity and 
higher salary, 

28. Written position 
descriptions for each 
job title in the organic 
nation, including ex- 
perience, competencies, 
and skills required for 
the position » 

29. Trial experiences 
in new areas to improve 
expertise and develop 
awareness of other 
poiition requirements, 

30^ Explanations avaih 
able to employees for 
their failure to obtain 
promotions or job 
changes so that em^ 
ployees can take steps 
to qualify for future 
opportunities. 

31, Recurring lissess- 
ment of ernployee needs 
interests^ and abilities. 

32. ■■Mentors" or 
"facilitators'* assigned 
to employees to provide 
assistance with career 
developrnent. 



33. Periodic review of 
employees' career de- 
velopment, 

34. Fee reimbursement 
for courses/workihops 
related to working wo^ 
men's concerns taken at 
educational initltutioni. 



DID NOT 
nESFOND 



Nurnb^r 



43 



Pefyent 



.83 



1.83 



1.22 



2,44 



3.66 



26.22 



1,22 



0.61 



3,05 



Would 

Rf comm«nd 
Number |? Fercent 



81 



49 



101 



17 



69 



44 



21 



61 



92 



49,39 



29.88 



61,59 



10.37 



42,07 



26,83 



12.81 



31.10 



56.10 



Efftctive 
Number Perdent 



25 



20 



18 



13 



41 



16 



10 



27 



27 



15,24 



12,20 



10.98 



7.93 



25,00 



9.76 



6,10 



13.06 



16,48 



Not Very 
Effective 

Number Ptrcent 



12 



l.«3 



2,44 



5.49 



1,83 



7.32 



1.22 



2.44 



4.27 



3.66 



Might Be 
E ffective 

Number Peryent 



42 



63 



24 



81 



36 



50 



90 



65 



22 



25,61 



38.42 



14.63 



49.39 



21.95 



30. 19 



54.88 



39,63 



13,42 



Nat 

Feasible 

Numbef Pereent 



20 



41 



29 



11 



4.27 



12.20 



4.88 



25.00 



0 0.00 



4. 88 



1 7,6^ 



6,71 



5,49 



Not 

Effective 

Number Percent 



f3 



ERIC 



Appendix D 
Responses to Educational 
Institution Instrument, 
Section 1 



Table RESPONSES TO EDUCATIONAL INSTITUTION 

INSTRUMENT, SECTION I, ITEMS 1-26 (N ^ 367) 



ITEM 



DID NOT 
Niimbf r 



INFORMATION 



1. Personal contact with people employed in varioui 
occupations of intereit to participants, 

2. Information with respect to projected future employ- 
mant needs in the Job market. 

3. Infortnation with respect to financial meanH to 
accompliih long-range career goals. 

4. Printed or audiovisua! materials that deal with 
the concerns of working women, 

5. Printed or audiovUual occupational exploration 
materials, 

6. Career games used for increasing oceupational 
awareness. 

7. Contact with womeni empioyed in traditionally male 
occupatjons, who could serve as "role moclels*- for 
participants. 

8. Infomiation about various sources to utilise in seeking 
career development information, 

TRAINING AND WORKSHOPS 

9. Serninara on career planning, 

10. Self^assertiveness training. 

11* Activities for management personnel and other 
employees that would sensitize them to the needs and 
concerns of working women, 

12. Activities relating to the various roles that employed 
women assume (worker^ itudent* spouse, parent). 

13, Activities relating to time management, setting pri- ' 
orities, and planning when assuming various roles. 

14* Workshops on resume writing. 

15. Role-playing of job interview sessions. 

16. Management training activities in preparation for 
additsonal responsibilitiei and concerns particular to 
female employees ( managing male and female employees, 
additional duties and obligations). 



RESPOND 



U 
10 
7 
10 
] 2 
21 
10 



9 
11 
17 

7 
11 

11 

12 
12 



3.00 
2.73 
1,91 

2.73 
3,27 
5.72 
2.73 

2.45 

2.45 
3.00 
4.63 

1.91 

3.00 

3.00 
3.27 
3.27 







COMMUNITY- 


COOPEBA.TIVE 






NOT OFFERED 


BASED 




EFFORT 


BOTH 




Numbef 


Percent 


Number 


Percent 


Number 


Percent 


Nunib#r 


Percen 


82 


22.34 


98 


26.70 


53 


14.44 


123 


33.5i 


61 


1G.62 


121 


32,97 


55 


14,99 


120 


32,7C 


98 


26.70 


156 


42.51 


29 


7JQ 


^ 7 


On 


142 


38.69 


142 


38,69 


22 


6.00 


51 




77 


20.98 


178 


48,50 


28 


7.63 


72 


19.65 


235 


64.03 


75 


20.44 


12 


3.27 


24 


6.54 


174 


47.41 


106 


28.88 


23 


6.27 


E i 
04 


14. / 1 


60 


16.35 


107 


45.50 


3B 


10.35 


93 


25.34 


101 


27.52 


163 


44,41 


25 


6,81 


69 


18,80 


113 


30,79 


181 


49,32 


16 


4,36 


46 


12.63 


189 


51,50 


80 


21,80 


27 


7.36 


54 


14.71 


134 


36,51 


162 


44,14 


20 


5.45 


44 


11,99 


136 


37.06 


154 


41.96 


16 


4.3G 


50 


13.62 


138 


37.60 


159 


43.32 


14 


3.82 


45 


12.26 


125 


34.06 


160 


43.60 


19 


5.18 


51 


13.90 


200 


54.50 


93 


25.34 


12 


3.27 


50 


13.62 



75 



ERIC 



ITEM 



DID NOT RESPOND 
Kumbgf Percent 



17. Workshops ar materials concerning suggested 
meihods participanLH could use when intefacling 
with individuals not sensitive to women's needi»< 

COUNSELING 

18. Counieiing with respect to cjccupational alterna- 
tives associated with various levels of advancernent in 
a rield . 

19. Counseling with respect to personal problems 
or concerns, 

20. Individual coumieling related to career planning 
and /or career development. 

21. Group eounseling related to career planning and/or 
career developttienl. 

POLICIES AND PROCEDURES 

22= Trial experiences in new areas to improve expertise 
and develop awarene.^ of other position requirements. 

23. Assessment of participants' needs, interests, and 
abilities. 

24. "Mentors" or "facilitators" available to employed 
women to provide assistance with career development. 

25. Periodic review of participants' career development 

26. Fee reimhuu.ement from participants' employers for 
counes/ work shops related to working women s concerns 
iaken at yoUr institution. 



1 1 

16 

15 
13 
1 2 

22 
18 

18 

27 
26 



3.00 

4.36 

4,09 
3.54 
3.27 

6,00 

4.91 

4.91 

7.36 
7,08 



NOT OFFERED 
Mumbtr Percent 



221 

74 

62 
34 

9h 

234 

94 

21 1 

217 
207 



B0.22 

20.16 

16.90 
9,26 
26,89 

63.76 

25.61 

57,49 

59,13 
56,40 



COMMUNITY- 
BASED 
Kumber Percent 



87 

194 

219 
242 
194 

59 

186 

89 

69 
40 



COOPERATIVE 
EFFORT 
Number Percent 



23.71 

52.86 

59,67 
65.94 
52.S6 

15,08 

50.68 

24,25 

18.80 
10.90 



18 

23 

23 
24 
26 

24 

19 

16 

22 
40 



BOTH 
Number 



4.91 

6.27 

6.27 
6.64 
7.08 

6.54 

5,18 

4,36 

6,00 
10,90 



30 

60 

48 
64 
40 

28 

50 

33 

32 
54 



ERIC 



